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1. Introduction

For this discussion activity, I collaborated with a peer currently employed at Celebrity Cruises to explore the application of big data and advanced technology within recruitment and selection. The hospitality and cruise industry is characterised by high labour turnover, seasonal demand, and global talent sourcing, making efficient and scalable recruitment processes essential (Baum, 2015).
With the increasing digitalisation of HR practices, organisations are adopting data-driven technologies to enhance recruitment outcomes. This discussion critically evaluates both the operational benefits and ethical risks associated with these developments. It also reflects on how such technologies are reshaping strategic HR practices within global hospitality organisations.

2. Use of Technology in Recruitment

According to my peer, Celebrity Cruises utilises Applicant Tracking Systems (ATS) and AI-driven recruitment tools to manage high volumes of applications from around the world. These technologies enable the collection, storage, and analysis of candidate data, facilitating faster and more structured hiring processes (Stone et al., 2015).
AI-powered CV screening tools filter candidates based on predefined criteria such as qualifications, experience, and keyword relevance. In addition, video interviewing platforms and online assessments are widely adopted, particularly due to the geographically dispersed nature of cruise ship recruitment.
From a critical perspective, while these technologies significantly enhance efficiency, they also standardise recruitment processes. This may limit flexibility and reduce the ability of recruiters to apply contextual judgement when assessing candidates with non-linear career paths (Chamorro-Premuzic et al., 2019). Consequently, there is a risk that organisations prioritise measurable data over potential and soft skills, which are particularly important in hospitality roles.

3. Benefits of Using Advanced Technology

The integration of big data and advanced technology provides several strategic advantages:
· Enhanced efficiency and speed: Automation reduces time to hire and administrative burden, allowing HR professionals to focus on strategic tasks (Stone et al., 2015). 
· Improved quality of hire: Data analytics enables better alignment between candidate profiles and job requirements, improving recruitment accuracy (Marler and Boudreau, 2017). 
· Global talent acquisition: Digital platforms facilitate access to diverse international labour markets, which is critical in the cruise sector (Baum, 2015). 
· Data-driven decision-making: HR analytics supports evidence-based recruitment strategies and workforce planning (Deloitte, 2023). 
However, it can be argued that an overemphasis on efficiency may prioritise speed over candidate experience. This could negatively impact employer branding, particularly in service-driven industries where personal interaction is highly valued (CIPD, 2023). Therefore, while technology enhances operational performance, it may simultaneously challenge the relational aspects of recruitment.

4. Risks and Challenges

Despite its advantages, the use of advanced recruitment technology presents several critical challenges:
· Algorithmic bias: AI systems may replicate or amplify existing biases embedded within training data, potentially leading to discriminatory hiring outcomes (Raghavan et al., 2020). 
· Reduction in human judgement: Over-reliance on automated systems may result in the exclusion of candidates with non-traditional career paths who may still be highly suitable (Chamorro-Premuzic et al., 2019). 
· Data privacy and ethical concerns: The collection and storage of candidate data raise issues regarding GDPR compliance, data security, and ethical use of personal information (CIPD, 2023). 
· Digital exclusion: Candidates from less technologically advanced backgrounds may be disadvantaged, raising concerns about fairness and accessibility (Upadhyay and Khandelwal, 2018). 
Critically, these challenges reflect broader concerns regarding the ethical implications of AI in HRM, where efficiency gains may conflict with principles of fairness, transparency, and inclusivity. As such, organisations must ensure that technology is used to augment rather than replace human decision-making, maintaining a balance between automation and professional judgement.

5. Conclusion

In conclusion, the use of big data and advanced technology within recruitment and selection at Celebrity Cruises highlights the growing importance of digital transformation in HR practices. While these tools provide significant benefits in terms of efficiency, scalability, and data-driven decision-making, they also introduce ethical and operational risks that require careful management.
A balanced approach, combining technological innovation with human oversight, is essential to ensure fair, inclusive, and effective recruitment processes. This reflects a broader shift towards strategic HR management, where technology acts as an enabler of organisational performance rather than a substitute for human expertise.
Reflectively, this discussion enhanced my understanding of how digital technologies are reshaping recruitment practices within global hospitality organisations. It also highlighted the importance of critically evaluating both the opportunities and limitations of HR technologies in achieving sustainable and ethical workforce management.
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