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ABSTRAK

Penelitian ini bertujuan untuk mengeksplorasi pemanfaatan teknologi
Artificial Intelligence (Al) dalam proses rekrutmen, dengan fokus khusus pada
penilaian soft skills kandidat. Seiring dengan perkembangan teknologi, banyak
perusahaan yang mulai mengintegrasikan Artificial Intelligence dalam proses
rekrutmen untuk meningkatkan efisiensi dan objektivitas. Penelitian ini bertujuan
untuk memahami bagaimana Artificial Intelligence dapat digunakan untuk menilai
kemampuan soft skills yang biasanya dinilai secara subjektif melalui metode
tradisional, seperti wawancara. Selain itu, penelitian ini juga berusaha
mengidentifikasi tantangan yang dihadapi dalam penggunaan Artificial
Intelligence untuk menilai soft skills dan bagaimana integrasi data non-digital,
seperti wawancara tatap muka dan referensi, dapat dioptimalkan dalam
pengambilan keputusan berbasis Artificial Intelligence.

Metode yang digunakan dalam penelitian ini adalah penelitian kualitatif
dengan pendekatan fenomenologi. Penelitian ini melibatkan wawancara
mendalam dengan praktisi HR dari Bank Muamalat KC Surabaya dan Bank
CIMB Niaga KC Darmo Surabaya. Teknik pengumpulan data yang digunakan
meliputi wawancara terstruktur, observasi, dan dokumentasi. Data primer dan
sekunder yang diperoleh dianalisis secara deskriptif untuk mengidentifikasi pola-
pola dalam penggunaan Artificial Intelligence dalam penilaian soft skills.

Hasil penelitian menunjukkan bahwa penggunaan teknologi Artificial
Intelligence dalam proses rekrutmen telah membawa dampak positif dalam
meningkatkan efisiensi dan objektivitas dalam penilaian soft skills kandidat.
Artificial  Intelligence dapat menganalisis data besar dengan cepat,
mengotomatisasi proses seleksi awal, dan menyaring kandidat berdasarkan
kriteria yang telah ditentukan, seperti keterampilan teknis dan pengalaman.
Namun tantangan, utama dalam. penggunaannya adalah ketidakmampuan untuk
sepenuhnya menangkap ' nuansa “emosional dan' interaksi non-verbal yang
merupakan bagian dari soft skills, sepertijkomunikasi dan kecerdasan emosional.
Oleh karena itu, data non-digital, seperti rekaman wawancara video atau observasi
langsung, perlu diintegrasikan untuk memberikan gambaran yang lebih lengkap
dan holistik tentang kemampuan interpersonal kandidat. Pengawasan manusia
tetap diperlukan dalam tahap akhir rekrutmen untuk memastikan keputusan yang
diambil berdasarkan data Artificial Intelligence tetap objektif dan memperhatikan
aspek-aspek yang tidak dapat diukur dengan algoritma.

Penelitian ini merekomendasikan bahwa diperlukan upaya lebih lanjut
untuk mengintegrasikan data non-digital secara lebih efektif ke dalam algoritma
Artificial Intelligence, dengan memperhatikan masalah bias dan privasi data.
Perusahaan disarankan untuk mengombinasikan penggunaan  Artificial
Intelligence dengan metode tradisional seperti wawancara langsung untuk
memastikan penilaian yang lebih holistik

Kata kunci: Rekrutmen; Artificial Intelligence; Soft Skills; Pengambilan
Keputusan



ABSTRACT

This study aims to explore the use of Artificial Intelligence (Al) technology
in the recruitment process, with a specific focus on assessing candidates’ soft
skills. With the advancement of technology, many companies have begun to
integrate Artificial Intelligence into their recruitment processes to improve
efficiency and objectivity. This study aims to understand how Artificial
Intelligence can be used to assess soft skills that are usually assessed subjectively
through traditional methods, such as interviews. In addition, this study also seeks
to identify the challenges faced in using Artificial Intelligence to assess soft skills
and how the integration of non-digital data, such as face-to-face interviews and
references, can be optimized in Artificial Intelligence-based decision making.

The method wused in this study is qualitative research with a
phenomenological approach. This study involved in-depth interviews with HR
practitioners from Bank Muamalat KC Surabaya and Bank CIMB Niaga KC
Darmo Surabaya. Data collection techniques included structured interviews,
observation, and documentation. Primary and secondary data obtained were
analyzed descriptively to identify patterns in the use of Artificial Intelligence in
soft skills assessment.

The results of the study indicate that the use of Artificial Intelligence
technology in the recruitment process has had a positive impact on improving
efficiency and objectivity in assessing candidates' soft skills. Artificial Intelligence
can quickly analyze large amounts of data, automate the initial selection process,
and screen candidates based on predetermined criteria, such as technical skills
and experience. However, despite its ability to process data efficiently, the main
challenge in using Al is its inability to fully capture the emotional nuances and
non-verbal interactions that are part of soft skills, such as communication and
emotional intelligence. | Therefore, non-digital data, such s \video interview
recordings. or 'direct observations; need to be ‘integrated to provide a more
comprehensive and. holistic view of a candidate's interpersonal skills. Human
oversight remains necessary in the final stages of recruitment to ensure that
decisions made based on Artificial Intelligence data remain objective and take
into account aspects that cannot be measured by algorithms. The integration of
Artificial Intelligence in recruitment, if done wisely, can improve the quality of
soft skills assessment and reduce bias in traditional selection processes.

This study recommends further efforts to integrate non-digital data more
effectively into Artificial Intelligence algorithms, while addressing issues of bias
and data privacy. Companies are advised to combine the use of Artificial
Intelligence with traditional methods such as direct interviews to ensure a more
holistic assessment. Additionally, it is important to conduct regular evaluations of
the algorithms used in the recruitment process to ensure that decisions remain
objective and fair.

Keyword: Recruitment, Artificial Intelligence; Soft Skills; Decision Making
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