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Which roles suit AI interviews: decision tree, role table, question set template and notes on transparency towards candidates
An AI interview is a structured first conversation that software runs by voice or chat. Whether it suits a role depends less on the technology than on the role, the candidate group and how openly you treat applicants. This role check gives you three aids: a nine-question decision tree, an assessment of typical roles and a question set template. Text blocks and legal notes on transparency come with them.
The objection first: many candidates distrust an AI voice, and decisions about people belong in human hands. Both deserve to be taken seriously. The AI interview prepares and structures, it does not decide. Used that way, and said openly, it takes most of the sting out of the objection.


Part 1: Decision tree in nine questions
Answer for one specific role, not for your whole company. Count the answers at the end.
A = points to an AI interview, B = points against, C = special case, clarify first.
	No.
	Question
	Yes
	No

	1
	Do you expect more than about 20 applications for this role?
	A
	B (a personal call is faster)

	2
	Are the first questions the same for all applicants (availability, location, shift, qualification, experience)?
	A
	B

	3
	Can fit for the first round be judged on facts and short examples, without a rapport conversation?
	A
	B

	4
	Is replying to applicants quickly important for the hire, including evenings and weekends?
	A
	neutral

	5
	Is it a leadership or key role with confidential outreach?
	B
	A

	6
	Is the candidate group at ease with chat or phone, or can you offer an alternative?
	A
	C (clarify access and language first)

	7
	Does a person always make the final decision, and can you tell applicants so?
	A
	Stop: do not use it this way

	8
	Is there a path without AI (a call with a person) that applicants can choose easily?
	A
	C (set up an alternative)

	9
	Are data protection, the works council (if any) and the data protection officer settled?
	A
	Stop: clarify first



Reading the result
•  Question 7 or 9 answered No: do not start. Create the precondition first.
•  Mostly A, no B on questions 1 to 3 and no C: an AI interview as first round is a good candidate. Test it on one role and review the result.
•  Several B or C: use chat instead of voice, a shorter version or a personal conversation. Then reassess.
•  Question 5 answered Yes: approach personally. An AI interview generally does not fit.



Part 2: Role table
Practical orientation from candidate selection, not a rule and not a legal opinion. Check each role on its own.
	Role type
	Fit
	Why
	What to watch

	Retail, hospitality, service (high volume)
	Good
	Many applications, same basic questions, a fast reply decides
	Offer chat, keep it short, clear shift questions

	Logistics, warehouse, production, drivers
	Good
	Fact questions (licence, shift, location) can be standardised
	Language barriers, phone as alternative, check documents in person later

	Nursing and healthcare
	Conditional
	High demand, but trust and credentials matter
	Ask about recognition, shift model and experience, a person decides

	Skilled trades and technical
	Conditional to good
	Many candidates prefer a phone call or message
	Short questions, call-back option, practical examples instead of theory

	Sales and customer service
	Good
	Conversation skill can show in a first conversation
	Score the content, not voice or accent

	Office and administration
	Good
	Standardisable requirements, many applications
	Fair weighting, no CV gaps as exclusion

	Specialists and IT
	Conditional
	Candidates expect a technical exchange at eye level
	Use as a short screen, then move quickly to a technical conversation

	Apprentices, early careers
	Conditional
	Unfamiliar situation, more uncertainty
	Chat instead of voice, explain beforehand, consider guardians for minors

	Leaders
	Rather not
	Confidentiality and personal approach are part of selection
	Personal conversation

	Executives and board
	Not suitable
	Relationship and discretion come first
	Personal approach, no AI first conversation





Part 3: Question set template
A set for an AI interview with seven questions, about eight to twelve minutes. Replace the placeholders. Must questions decide the shortlist, nice questions help the conversation afterwards.
	No.
	Question
	Type
	Note for scoring

	1
	Which role are you applying for, and what drew you to {Role} at {Company}?
	Nice
	Open opener. Do not score, context only.

	2
	What work experience do you bring for {Task}? Please name the position, how long and your tasks.
	Must
	Match to the minimum requirement, not to wording.

	3
	Do you have {Credential, for example a driving licence, degree, certificate}?
	Must
	Yes or no. Only if the credential is essential for the job.

	4
	Describe a situation where {typical challenge of the role}. What did you do and what was the result?
	Must
	Situation, action, result. Score the content, not the delivery.

	5
	When could you start, and how many hours are you looking for?
	Must
	Match to the role. No scoring.

	6
	Can you work {shift model, location}? Is there anything we should know that limits this?
	Must
	Working conditions only, no health or family questions.

	7
	What else would you like to know, or what should we know about you?
	Nice
	Room for questions and extra information.



Questions you do not ask
•  Age, date of birth, marital status, plans for children, pregnancy
•  Origin, religion, health, disability (except where legally permitted)
•  Political views, union membership, party membership
•  Salary history, unless needed for the role
•  Scoring from voice, facial expression or mood: emotion recognition in the workplace is in principle banned under the AI Act (Art. 5(1)(f))



Part 4: Transparency towards candidates
Candidates must know beforehand that they are talking to an AI, what happens to their answers and that they can talk to a person instead.
  Invitation text (sample)

	Hi {First name},
thank you for applying as {Role} at {Company}. As a first conversation we invite you to a short interview with an AI assistant. It takes about {Minutes} minutes, and you can do it by {voice or chat} at any time within {Period}.
Important for you: you are talking to software, not to a person. Your answers are {recorded and transcribed} and read by our team. A person always makes the decision on your application. If you would rather speak to a person, just reply to this email and we will call you back: {Phone}.
We use your data only for this application process and delete it {Deadline} after it ends. More and your rights: {Privacy link}.



  Notice at the start of the interview (spoken or in chat)

	Hello, I am an AI assistant for {Company}. I will ask you a few questions about your experience. The conversation is {recorded}. A person on the team reads your answers and decides on next steps. You can stop at any time and speak to a person instead.



	Topic
	What applies (as of 5 November 2026)

	Information on data processing
	Art. 13 GDPR: tell people purpose, legal basis, recipients, retention and rights before or at collection.

	No purely automated decision
	Art. 22 GDPR: a decision with significant effect, such as a rejection, should not rest solely on automated processing. A person reviews and decides.

	Transparency in AI contact
	Art. 50 AI Act (EU) 2024/1689: people should be able to tell they are speaking to an AI system. The transparency obligations apply from 2 August 2026.

	Recruiting AI as high-risk
	Systems for recruitment and selection are high-risk under Annex III No. 4. As amended by Regulation (EU) 2026/1744, deployer obligations apply from 2 December 2027, for example human oversight and informing affected people (Art. 26).

	Prohibited practice
	Emotion recognition in the workplace is banned (Art. 5(1)(f) AI Act, since 2 February 2025). Score content, not mood.

	Equal treatment
	In Germany Sections 1 and 7 AGG ban discrimination on protected grounds. Review results regularly for patterns, including accent, dialect and language comprehension.

	Works council
	If you have a works council in Germany, involve it early. Selection guidelines are subject to co-determination (Section 95 BetrVG), as are technical systems for internal hiring (Section 87(1) No. 6 BetrVG).



Fairness check before you start
•  ☐  Is there an equivalent alternative without AI?
•  ☐  Has the system been tested with speech patterns found in your candidate group (dialect, accent, phone quality)?
•  ☐  Does the scoring look only at the content of the answer against the requirements of the role?
•  ☐  Are the must criteria really necessary for the job?
•  ☐  Does a person review every rejection that rests on the interview?
•  ☐  Do you review quarterly: drop-off rate, outcome by channel, complaints?

Sources (as of 5 November 2026)
•  GDPR (EU) 2016/679: https://eur-lex.europa.eu/eli/reg/2016/679/oj
•  AI Act (EU) 2024/1689: https://eur-lex.europa.eu/eli/reg/2024/1689/oj
•  Amendment by Regulation (EU) 2026/1744 (Digital Omnibus): https://eur-lex.europa.eu/eli/reg/2026/1744/oj
•  General Equal Treatment Act (Germany): https://www.gesetze-im-internet.de/agg/
•  Works Constitution Act (Germany), Sections 95 and 87: https://www.gesetze-im-internet.de/betrvg/

Not legal advice. The assessments in the role table are practical orientation, not a legal opinion. Clarify use, data protection and co-determination for your role with your data protection officer.
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