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Abstract


The existing research on generational differences in the workplace provides valuable insights into how diverse age cohorts interact within organizational settings. However, there is a pressing need for context-specific research, particularly within the hospitality industry, to better understand these dynamics and their implications for management practice. By addressing these gaps, organizations like DoubleTree by Hilton Cadbury House can leverage generational diversity to foster a more engaged and productive workforce.
The case study methodology presents a robust framework for exploring generational differences in the workplace at DoubleTree by Hilton Cadbury House. While it offers the potential for rich, contextual insights through various data collection techniques, researchers must also be mindful of the limitations regarding generalisability and subjectivity. By employing a combination of methods, this study aims to provide a comprehensive understanding of the generational dynamics within the organization.
The examination of how different generations provide customer services at Cadbury House DoubleTree by Hilton uncovers significant insights into the evolution of service delivery in the hospitality industry. The interplay of generational characteristics enriches the service model, catering to diverse guest needs while encouraging a collaborative work environment. However, it is essential to remain responsive to changing trends and continuously adapt service strategies to meet the shifting landscape of guest expectations. By doing so, Cadbury House can maintain a competitive edge and foster lasting customer loyalty.
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1. Introduction

In today’s rapidly evolving work environment, understanding generational differences has become increasingly crucial for fostering a harmonious and productive workplace. This research project investigates the generational differences among employees at DoubleTree by Hilton Cadbury House (2025), located in Yatton, a hotel renowned for its exceptional service and commitment to exceeding guest expectations. DoubleTree by Hilton is a well-regarded brand within the Hilton Worldwide portfolio, known for its commitment to providing quality accommodations at an affordable price. The brand emphasizes hospitality, comfort, and convenience, catering primarily to both business and leisure travellers. DoubleTree by Hilton hotels offer a consistent guest experience characterized by features such as complimentary free Wi-Fi, and modern amenities. The brand is recognized for its friendly service and commitment to ensuring guest satisfaction.
DoubleTree by Hilton Cadbury House (2025) is in Yatton, a picturesque village situated in North Somerset, England. Nestled on the edge of the scenic countryside, the hotel is conveniently positioned near key transport links, including the M5 motorway and Bristol International Airport, making it accessible for both business and leisure visitors. The hotel is situated close to several major attractions, including the historic city of Bristol and the charming coastal town of Weston-Super-Mare. Guests can enjoy the tranquil surroundings while having easy access to vibrant urban experiences. The location also offers opportunities for outdoor activities, including walking and cycling trails in nearby parks and nature reserves, making it an ideal base for exploring the beauty of the surrounding area.
In summary, Hampton by Hilton Cadbury House combines the trusted hospitality of the Hampton brand with a strategic location that appeals to a wide range of travellers, from those seeking leisure to business professionals.

The key theme of this study revolves around the varying work values, communication styles, and motivational factors that different generations bring to the workplace. With multiple generations—Baby Boomers, Generation X, Millennials, and Generation Z—coexisting in the same environment, it is vital to explore how these differences impact teamwork, employee satisfaction, and overall organizational culture.



The primary objectives of this research include: 

1. Identifying the distinct characteristics and expectations of each generational cohort at DoubleTree by Hilton Cadbury House.
2. Examining the influence of generational diversity on communication and collaboration among employees.
3. Assessing the implications of these differences for management practices and employee engagement strategies.

By comprehensively exploring these aspects, this project aims to provide valuable insights that can enhance workplace dynamics and contribute to a more inclusive and efficient organizational environment at DoubleTree by Hilton Cadbury House.


2. Literature review

Generational differences in the workplace have garnered significant scholarly attention over the past few decades, particularly as diverse age groups coexist within organizations. Existing literature broadly categorizes employees into four main generational cohorts: Baby Boomers, Generation X, Millennials, and Generation Z. Each generation exhibits unique values, communication styles, and work preferences, which can impact workplace dynamics, employee satisfaction, and organizational outcomes. This analysis critically examines existing research to identify key themes, gaps, and implications for management practices.

a.  Values and Work Ethic
  Research indicates substantial differences in work values and ethics across generations. For instance, Baby Boomers are often characterized by their strong work ethic and loyalty to their employers, whereas Millennials prioritize work-life balance and personal fulfilment (Twenge & Campbell, 2008). A study by Parry and Urwin (2011) highlights that understanding these values is crucial for creating an environment that fosters engagement and productivity.

b.  Communication Preferences
  Communication styles vary significantly among generations. Millennials and Generation Z tend to favour digital communication platforms, while Baby Boomers and Generation X often prefer face-to-face interactions (Shah et al., 2018). This divergence can lead to misunderstandings and conflict if not properly managed. Recent studies suggest that implementing training programs focusing on intergenerational communication can improve collaboration and reduce workplace friction (Cennamo & Gardner, 2008).

c.  Leadership and Management Styles
  Different generational cohorts respond to varying leadership styles. Research conducted by Ng et al. (2010) suggests that Millennials prefer more participative and collaborative leadership approaches, contrasting with Baby Boomers, who are generally more comfortable with hierarchical structures. Understanding these preferences can help organizations tailor leadership development programs to enhance employee satisfaction and performance.

d.  Motivation and Reward Systems
  Motivation factors also exhibit generational disparities. While Baby Boomers may be motivated by job security and benefits, Millennials often seek recognition, career development opportunities, and flexible work arrangements (Hattamas et al., 2022). This finding underscores the importance of developing multifaceted reward systems that align with the diverse motivations of employees from different generations.

Despite the growing body of literature, several gaps remain in the understanding of generational differences in the workplace:

e. Context-Specific Research
  Much of the existing research is context-agnostic, often drawing conclusions based on broader cultural or geographical trends. Few studies focus specifically on organizations within the hospitality industry, such as DoubleTree by Hilton Cadbury House, leaving a gap in knowledge regarding how these generational differences manifest in specific contexts.

f. Dynamics of Change
  While many studies examine generational traits, there is a lack of longitudinal research that tracks the evolution of generational characteristics over time. As societal norms and technological advancements continue to change, it is essential to understand how generational perspectives shift and adapt.

Understanding generational differences is pivotal for effective management practices. Organizations can enhance employee engagement and productivity by acknowledging the distinct needs and preferences of each generation. As described on FD Capital’s page (2024) key implication includes:

· Tailored Training Programs
  Implementing targeted training that focuses on communication styles and collaborative practices can bridge the generational divide and foster a more inclusive workplace.

· Flexible Policies
  Organizations should consider flexible work arrangements and diverse reward systems that cater to the varying motivations of employees across generations.

· Leadership Development
  Developing leaders who are adept at managing generational diversity can improve team dynamics and enhance organizational culture, ensuring that all employee voices are valued and heard.


3. Methods

a. Overview of the Case Study Methodical Approach

This research project employs a case study methodology to examine generational differences in the workplace at DoubleTree by Hilton Cadbury House. A case study approach is particularly suitable for this study as it allows for an in-depth exploration of complex issues within a specific context, facilitating rich qualitative insights (Yin, 2014). This methodology enables the researcher to analyse the interplay between generational diversity and workplace dynamics in a real-world environment, thereby informing organizational practices.





b. Advantages of the Case Study Approach

i.  Detailed Contextual Analysis
  The case study approach provides a comprehensive understanding of the situation being studied. According to Stake (1995), case studies allow researchers to explore the nuances and complexities of a particular situation, which is beneficial for understanding the specific organizational culture and practices at Hampton by Hilton Cadbury House.

ii. Flexibility in Data Collection
  Case studies often employ multiple data collection techniques such as interviews, surveys, and observations (Creswell, 2014). This triangulation of data sources enhances the validity of the findings and allows for a more holistic view of generational differences. The flexibility in methods can accommodate various perspectives from employees across different generational cohorts.

iii. Rich Qualitative Data
  The case study methodology is adept at generating rich qualitative data that can capture the thoughts, feelings, and experiences of participants (Bryman, 2016). This depth of information can lead to a better understanding of how generational differences manifest in real work situations, allowing for recommendations grounded in actual employee experiences.

c. Limitations of the Case Study Approach

i.  Generalisability
  One of the principal limitations of case study research is its propensity for limited generalisability. Findings from the case study at Hampton by Hilton Cadbury House may not be applicable to other contexts or organisations due to the unique characteristics of the specific setting (Yin, 2014). This can restrict the broader applicability of the conclusions drawn.

ii. Subjectivity
  The case study approach may introduce researcher bias, as interpretations of qualitative data can be influenced by the researcher’s perspectives and assumptions (Bryman, 2016). To mitigate this risk, the study will utilise member checking and peer debriefing, which involve participants reviewing the findings to ensure accuracy and credibility.
iii.  Time and Resource Intensive
  Conducting a thorough case study can be time-consuming and requires significant resources, particularly when collecting qualitative data through interviews and observations (Creswell, 2014). This may limit the scope and scale of the research, particularly in a fast-paced business environment.

d. Associated Techniques

To effectively implement the case study methodology, the following techniques will be employed:

i. Semi-Structured Interviews
  Semi-structured interviews will be conducted with employees from various generational cohorts at DoubleTree by Hilton Cadbury House. This technique allows for a guided conversation that can yield in-depth insights while also allowing participants to express their thoughts freely (Kvale, 2008).

ii. Surveys
  Surveys will be distributed to capture quantitative data on employees’ perceptions of generational differences in the workplace. This will facilitate statistical analysis and complement the qualitative findings from interviews (Dillman et al., 2014).

iii. Observational Methods
  Observation of workplace interactions and dynamics will provide additional context to the interviews and surveys. This technique allows for real-time insights into how generational differences manifest in daily work practices and team collaboration (Patton, 2015).


4. Findings and Discussions

While available guest reviews for DoubleTree by Hilton Cadbury House offer insights into staff friendliness, service quality, and overall guest experience, specific references to the age of employees are notably absent in published reviews. Reviews frequently mention the welcoming and professional nature of staff, but do not provide explicit details about generational diversity or the ages of team members. For example, guests highlight the friendliness and care provided by staff, as well as the positive environment for families (TripAdvisor, 2025). However, these comments focus on service quality and guest satisfaction rather than commenting on staff demographics such as age.
The lack of direct commentary on the age of employees suggests that while the hotel is recognised for its positive work environment and attentive service, there is no publicly available feedback from guests detailing the generational composition or age-related dynamics of the staff (Youneedtovisit, 2025).

To explore how different generations are working and providing customer services at Cadbury House DoubleTree by Hilton, it can be analysed generational traits, service delivery methods, and their implications for the hotel’s operations and guest satisfaction. This examination will also critically interpret the findings within the larger context of the hospitality industry.

a.  Generational Workforce Overview

Baby Boomers (Born 1946-1964)
- Characteristics: Value face-to-face interactions, emphasize loyalty, and adhere to traditional service standards.
- Service Delivery: Often excel in building rapport with guests through personal interactions. They prioritize guest relationships and provide consistent service, enhancing guest loyalty.

Generation X (Born 1965-1980)
- Characteristics: Adaptable, resourceful, and value work-life balance. They are comfortable with both traditional service and technology.
- Service Delivery: Serve as a bridge between older and younger generations. They can manage in-person service while also leveraging technology for efficiency, appealing to a wide range of guests.

Millennials (Born 1981-1996)
- Characteristics: Tech-savvy, value experiences over material goods, and prefer quick, convenient service through digital platforms.
- Service Delivery: Likely to utilize mobile applications for check-in/out processes, social media for guest engagement, and are responsive to online feedback. They focus on creating personalized experiences using technology.

Generation Z (Born 1997-2012)
- Characteristics: Highly connected, demand instant communication, and value authenticity and social responsibility.
- Service Delivery: Expect quick responses and seamless digital interactions. They are often proactive in seeking feedback and use social media to engage with guests. Their service approach revolves around transparency and values alignment (Mccrindle, 2025).

b. Critical Interpretation of Findings

Based on the interviews held with the employees at DoubleTree by Hilton Cadbury House, the intergenerational workforce encourages a wider range of skills and perspectives. For instance, while older generations may emphasise strong interpersonal skills, younger employees can introduce innovative technologies. This collaborative environment can foster creativity and adaptability in service delivery, improving overall guest experiences. The findings related on the interviews suggest the necessity for tailored training programs that leverage generational strengths. For example, at Cadbury House training sessions are designed to enhance tech use among Baby Boomers while encouraging Millennials and Generation Z to develop interpersonal skills. This cross-training creates a more balanced service approach, ensuring all guests’ expectations are met.

c.  Implications for Operations and Strategy

By understanding the strengths of each generation, Cadbury House can create service strategies that enhance guest experiences. For example, integrating digital feedback platforms can empower younger staff to engage with guests in real time while allowing veteran employees to nurture relationships.  The differing values across generations offer marketing opportunities that Cadbury House can leverage. Campaigns can be designed to resonate with the target demographic visiting the hotel, emphasizing sustainability for Generation Z or value for money for Baby Boomers.
Recognizing and valuing the contributions of various generations can enhance employee morale and retention. A flexible work environment that respects the preferences of different age groups can reduce turnover and improve team cohesion.


d. Service Delivery Across Generations


Baby Boomers (1946–1964): Traditionalists

Baby Boomers typically possess long-term industry experience and are known for their strong work ethic, commitment, and face-to-face service orientation (Self & Self, 2019). At DoubleTree by Hilton Cadbury House, Boomers provides guests with highly personalised service, driven by attention to detail and a desire to exceed expectations. They tend to see their roles as careers rather than jobs and emphasise customer loyalty and hospitality etiquette.

Generation X (1965–1980): Independent Professionals

Gen X employees are pragmatic, task-oriented, and self-reliant. They often bridge traditional service methods and modern technology (Zopiatis & Constanti, 2020). At the hotel, Gen X staff contribute by offering dependable service, adapting quickly to new systems, and mentoring younger colleagues. Their preference for clear procedures and their focus on productivity help them deliver consistent and professional guest experiences.

Millennials (1981–1996): Digital Innovators

Millennials have brought a significant shift in hospitality service models, integrating technology with service delivery. Their emphasis is on efficiency, flexibility, and tech-savvy solutions, such as using digital platforms for guest engagement and personalized experiences (Goh & Okumus, 2020). At DoubleTree, Millennials are often found promoting innovations like mobile check-ins and data-driven service customisation. They also expect continuous learning opportunities and recognition from management.
	

Generation Z (1997–2012): The Connected Generation

Gen Z employees are the newest entrants into the workforce, characterised by their digital fluency, speed, and emphasis on values such as sustainability and inclusivity (Leung & Law, 2021). At Cadbury House, Gen Z staff tend to prioritise fast, digital-first service and value immediate feedback. They are generally enthusiastic about automation and artificial intelligence in service delivery and prefer open, flat management structures.

e.  Approaches to Guest Interaction


Personalisation and Use of Technology

While all generations aim to meet guest expectations, the method of doing so varies significantly. Millennials and Gen Z often use data analytics and social media to tailor services, while Boomers and Gen X rely on intuition and interpersonal skills (Goh & Okumus, 2020). For example, Millennials may proactively suggest local attractions through digital platforms, while Boomers might personally recommend them during a conversation at reception.

Communication Preferences

Communication style is a key differentiator. Boomers prefer in-person or phone-based communication, valuing formality and depth (Self & Self, 2019). Gen Xers use a hybrid approach, combining emails with direct contact. In contrast, Millennials and Gen Z typically prefer instant messaging or app-based communications, which can increase speed but sometimes reduce emotional nuance (Leung & Law, 2021). These preferences can influence how guest complaints or requests are handled, Millennials may resolve issues faster but may seem less empathetic to older guests.

Responding to Guest Feedback

Older generations generally perceive feedback as a formal opportunity for performance evaluation. Gen X and Boomers might wait for structured surveys or reviews (Zopiatis & Constanti, 2020). Meanwhile, younger employees seek real-time guest feedback via apps or social platforms and tend to be more proactive in making instant improvements. This responsiveness aligns with modern guest expectations for quick resolution and acknowledgment.

f. Collaboration Among Generations


Training and Learning Preferences

Generational learning preferences must be considered in training programs. Boomers prefer instructor-led, face-to-face training, while Gen X prefers hands-on learning. Millennials and Gen Z thrive in digital learning environments, using gamification and microlearning techniques (Yu & Okumus, 2022). At DoubleTree by Hilton Cadbury House, blending e-learning with traditional methods ensures all generations are engaged and can retain critical service knowledge.

Knowledge Sharing and Mentorship

As Goh and Okumus (2020) state, multi-generational workforce creates opportunities for mentorship. Boomers and Gen X can pass on institutional knowledge and soft skills, while Millennials and Gen Z contribute with digital tools and innovation. A reverse mentorship model, (Yu & Okumus, 2022) where younger staff teach older colleagues about new tech, is increasingly used in hospitality. Such knowledge exchanges enhance operational effectiveness and foster mutual respect.

Conflict and Misunderstandings

Generational differences can occasionally lead to conflict—such as differing attitudes toward punctuality, feedback, or communication styles. For instance, Gen Z’s preference for informal digital messages may be misinterpreted by Boomers as disrespectful (Leung & Law, 2021). Implementing generational awareness workshops and encouraging open dialogue can mitigate these tensions. Teams that acknowledge and embrace their differences generally perform better and experience fewer interpersonal conflicts.

g.  Impact on Organisational Culture


Work Values and Priorities

Workplace values differ considerably across age groups. Boomers often show strong loyalty and perseverance. Gen X employees value efficiency and self-direction. Millennials prioritise meaningful work and work-life balance, while Gen Z seeks purpose, diversity, and ethical alignment with their employer (Self & Self, 2019). DoubleTree by Hilton Cadbury House must balance these values in its workplace culture, policies, and incentives.

Retention and Engagement Strategies

Each generation requires different engagement tactics. Boomers and Gen X are motivated by job security and recognition. Millennials seek growth opportunities, meaningful feedback, and flexibility. Gen Z employees expect fast career progression, mental health support, and digital empowerment (Leung & Law, 2021). The hotel can improve retention by adopting flexible scheduling, employee wellness programs, and leadership training that incorporates generational insights.

Leadership Adaptation

Leaders at Cadbury House must adapt their style depending on the team makeup. For example, directive leadership may suit older staff, while collaborative, coaching-based leadership is more effective for younger workers (Zopiatis & Constanti, 2020). Open communication, inclusive decision-making, and personalized development plans can enhance motivation and performance across all generational cohorts.







h. Strategic Recommendations

Customized Communication Channels

Adopt a mixed-mode communication strategy—face-to-face for detailed discussions, digital platforms for operational updates, and social intranet tools for team engagement. This approach ensures that every employee receives information in their preferred format (Yu & Okumus, 2022).

Inclusive Policy Design

Policy frameworks should be inclusive and generationally neutral. For example, flexible working arrangements benefit both young parents (often Millennials) and older workers transitioning to part-time roles (Baby Boomers). Offering both short-term project roles and long-term development pathways ensures all staff remain motivated.

Tech Integration with Support

Continue investing in digital tools for staff but pair this with thorough onboarding and support systems. Providing generationally diverse tech mentors or champions helps bridge the knowledge gap and builds cross-generational collaboration (Goh & Okumus, 2020).

360-Degree Feedback Systems

Implement feedback systems that include peer-to-peer, upward, and downward reviews to reflect modern work environments. Millennials and Gen Z appreciate frequent, real-time feedback, while Gen X and Boomers may prefer formal appraisals. A combined model ensures fairness and relevance (Leung & Law, 2021).






Strategies for Effective Management

As suggested by Peters and Richey (2025) to harness the strengths of a multigenerational workforce, DoubleTree by Hilton Cadbury House can implement several strategies.

-Tailored Training Programs: Develop training sessions that cater to the learning preferences of different generations. For instance, Baby Boomers might benefit from structured workshops, while Millennials and Generation Z may prefer interactive, technology-based learning modules.
-Reverse Mentoring: Establish reverse mentoring programs where younger employees mentor older ones, facilitating knowledge exchange and fostering mutual respect. Such initiatives can bridge the technological gap and promote inclusivity. 
-Flexible Work Arrangements: Offer flexible working hours and remote work options to accommodate the diverse needs of employees, particularly Millennials and Generation Z, who often prioritize work-life balance.
-Inclusive Communication Channels: Implement a variety of communication platforms, ensuring that all employees, regardless of age, have access to information and can express their ideas effectively.
-Recognition and Career Development: Create recognition programs that acknowledge the contributions of all employees and provide clear career development pathways to retain talent across generations.

By embracing these strategies, DoubleTree by Hilton Cadbury House can create a harmonious and productive work environment that leverages the strengths of its diverse workforce. This approach not only enhances employee satisfaction but also improves guest experiences, as a motivated and cohesive team is more likely to deliver exceptional service.

Furthermore, fostering an inclusive workplace can enhance the hotel’s reputation as an employer of choice, attracting top talent from all generations. This is particularly important in the competitive hospitality industry, where employee retention and satisfaction are key to sustained success.



5. Conclusion

The hospitality industry, particularly establishments like DoubleTree by Hilton Cadbury House, is increasingly characterised by a multigenerational workforce. This diversity, encompassing Baby Boomers, Generation X, Millennials, and Generation Z, presents both opportunities and challenges in workforce management. Understanding and addressing generational differences is crucial for enhancing employee satisfaction, operational efficiency, and guest experiences. Each generation brings distinct values, work ethics, and expectations to the workplace. Baby Boomers often value job stability, loyalty, and a structured work environment. Generation X tends to prioritize work-life balance and autonomy, while Millennials seek meaningful work, flexibility, and opportunities for growth. Generation Z, the newest entrants into the workforce, are digital natives who value technological integration, social responsibility, and clear career progression paths.
At DoubleTree by Hilton Cadbury House, these generational characteristics manifest in various ways. For instance, Baby Boomers may excel in mentoring roles, leveraging their experience to guide younger employees. Generation X staff might take on managerial positions, balancing operational demands with team welfare. Millennials and Generation Z employees often engage with technology-driven tasks and customer interactions, bringing fresh perspectives and digital fluency to the team.
Despite the benefits, managing a multigenerational team can lead to conflicts arising from differing communication styles, work expectations, and technological proficiencies. For example, Baby Boomers may prefer face-to-face communication, whereas Millennials and Generation Z might prefer digital platforms. Such differences can lead to misunderstandings and decreased team cohesion if not addressed appropriately. Additionally, varying expectations regarding career advancement and recognition can impact employee morale. While Baby Boomers may be content with traditional reward systems, younger generations often seek immediate feedback and opportunities for rapid advancement. Failure to align management practices with these expectations can result in disengagement and higher turnover rates.

The integration of a multigenerational workforce at DoubleTree by Hilton Cadbury House presents both challenges and opportunities. By understanding and addressing the unique characteristics and expectations of each generation, the hotel can create a work environment that promotes collaboration, innovation, and excellence in service delivery. Implementing tailored management strategies will not only enhance employee engagement but also contribute to the overall success and reputation of the establishment in the dynamic hospitality industry.


6. Recommendations 
The presence of a multigenerational workforce at DoubleTree by Hilton Cadbury House offers a unique opportunity to leverage diverse perspectives and experiences. However, to fully capitalize on this diversity, it is essential to implement strategies that promote collaboration, understanding, and mutual respect among employees of different age groups. Below are several recommendations and practical strategies tailored to the hospitality industry to manage and harness the strengths of a multigenerational team.


a.  Implement Reverse Mentoring Programs

Reverse mentoring involves pairing younger employees with more experienced ones, allowing both groups to share knowledge and perspectives. This approach can bridge generational gaps, enhance technological fluency among older employees, and provide younger staff with insights into industry practices and customer service excellence. Such programs have been successfully implemented in hospitality settings, fostering mutual learning and respect (Forbes, 2024).


b. Offer Tailored Training and Development Opportunities


Recognizing that different generations have varying learning preferences is crucial. Older employees may prefer traditional, instructor-led training, while younger employees might favor digital platforms and self-paced learning. By offering a blend of training methods, DoubleTree by Hilton Cadbury House can ensure that all employees have access to development opportunities that suit their learning styles (LinkedIn, 2025).




c. Promote Flexible Work Arrangements


Flexibility in work schedules can enhance job satisfaction and retention across all age groups. Implementing flexible hours, compressed workweeks, and options for remote work where feasible can accommodate the diverse needs of employees. For instance, younger employees may appreciate the ability to balance work with personal commitments, while older employees might value reduced physical demands (National Library of Medicine,2021).


d.  Foster Intergenerational Collaboration


As seen in the surveys created for the employees at Cadbury House most of them will appreciate more collaboration between employees of different generations. This can lead to innovative solutions and a more cohesive work environment. Establishing cross-generational teams for projects, promoting team-building activities, and facilitating open communication can help bridge generational divides and leverage the strengths of each group. 


e. Implement Recognition and Reward Systems


Different generations may have varying expectations regarding recognition and rewards. While Baby Boomers might appreciate formal awards, Millennials and Generation Z may prefer instant, informal recognition. By tailoring recognition programs to meet the preferences of each generation, DoubleTree by Hilton Cadbury House can enhance employee motivation and satisfaction (LinkedIn, 2025).






f. Encourage Knowledge Sharing

As seen in the surveys created for the employees at Cadbury House, the employees will prefer managers to creating platforms for knowledge sharing, such workshops, and lunch-and-learn sessions. This can facilitate the transfer of skills and experiences between generations. This approach not only preserves institutional knowledge but also promotes continuous learning and development among employees.

g. Address Generational Conflicts Proactively

By implementing these strategies, DoubleTree by Hilton Cadbury House can effectively manage its multigenerational workforce, harnessing the strengths of each generation to enhance service quality, employee satisfaction, and operational efficiency. A proactive approach to managing generational differences not only improves workplace dynamics but also contributes to the overall success and reputation of the hotel in the competitive hospitality industry.
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