
 
 
 
ПУБЛИЧНИ ПОЛИТИКИ.bg                                                 Volume 17/ Number 3/ June 2026 
 

64 
 
 
 

 
DIGITAL NUDGING IN HEALTHCARE HUMAN RESOURCE 

MANAGEMENT 
  

Elissavet Frengidou1, Sofia University "St. Kliment Ohridski" 
 

Abstract 
The rapid digital transformation of healthcare has significantly reshaped human resource 
management practices, creating new opportunities and challenges for healthcare organizations. 
Within this context, digital nudging has emerged as a behavioral strategy that uses digital 
technologies and interface design to influence employee behavior in subtle and non-coercive 
ways. This article explores the role of digital nudging in healthcare human resource management 
by examining its theoretical foundations, practical applications, and ethical implications. 
Particular attention is given to the use of digital nudges in employee wellness initiatives, burnout 
prevention, professional development, recruitment, scheduling, and organizational 
communication. The study highlights how digital interventions integrated into healthcare systems 
may contribute to improved employee engagement, workflow efficiency, and organizational 
performance. At the same time, the article adopts a critical perspective by discussing concerns 
related to employee autonomy, privacy, surveillance, digital fatigue, and algorithmic bias. The 
analysis suggests that although digital nudging may support healthcare professionals in 
demanding work environments, it cannot replace broader structural reforms addressing 
workforce shortages, excessive workloads, and organizational pressures. The article concludes 
that the effectiveness of digital nudging depends largely on ethical implementation, transparency, 
and respect for professional autonomy. Consequently, healthcare organizations must balance 
technological innovation with human-centered values in order to ensure that digital 
transformation contributes not only to organizational efficiency but also to the well-being and 
dignity of healthcare workers. 
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INTRODUCTION 
The healthcare sector has undergone profound transformation during the last decades due to 
technological innovation, demographic changes, and increasing demands for high-quality patient 
care (Mauro et al. 2024). Healthcare organizations are expected to operate efficiently while 
simultaneously ensuring employee well-being, patient safety, and organizational sustainability. 
Within this environment, human resource management has evolved into a strategic function 
focused not only on staffing and administration but also on employee engagement, professional 
development, workplace resilience, and organizational performance (Blštáková and Palenčárová, 
2021). 
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The rapid digitalization of healthcare systems has introduced new opportunities and challenges 
for workforce management. Healthcare professionals frequently operate under conditions of high 
stress, cognitive overload, emotional exhaustion, and time pressure, particularly in understaffed 
healthcare environments (Bridgeman et al. 2018). Consequently, healthcare organizations 
increasingly seek innovative and human-centered strategies capable of supporting employees 
while improving organizational effectiveness. 
One emerging approach is digital nudging, which involves the use of digital technologies and 
behavioral design strategies to subtly influence individual choices and workplace behaviors. 
Through digital platforms, organizations can encourage participation in training programs, 
improve compliance with organizational procedures, support employee wellness, and optimize 
communication practices (Meske et al. 2019). 
This article examines the role of digital nudging in healthcare human resource management by 
exploring its theoretical foundations, practical applications, benefits, ethical implications, and 
future perspectives. 
 
THE CONCEPT AND THEORETICAL FOUNDATIONS OF DIGITAL NUDGING 
The concept of nudging originates from the field of behavioral economics and is based on the 
idea that human decisions are not always the result of rational thinking. Individual choices are 
often influenced by cognitive biases, emotions, habits, social influences, and the surrounding 
environment. Within this framework, a “nudge” refers to any subtle modification of the decision-
making environment that predictably influences behavior without restricting available options or 
imposing significant economic incentives (Lin, Osman and Ashcroft, 2017). Nudges are designed 
to preserve individual freedom while gently encouraging choices that are considered beneficial 
either for individuals themselves or for the wider social environment. 
Digital nudging adapts these principles to online and technology-mediated environments. In 
digital contexts, behavioral interventions are embedded into software systems, mobile 
applications, online platforms, and digital communication tools. Notifications, reminders, color 
schemes, interface layouts, progress indicators, and default settings can all influence user 
behavior in subtle yet effective ways. Unlike traditional nudges operating in physical 
environments, digital nudges can be highly personalized and data-driven due to the extensive 
behavioral information collected through digital technologies (Bergram et al. 2022). 
Several psychological mechanisms explain the effectiveness of digital nudging. One important 
mechanism is the default effect, according to which individuals tend to accept pre-selected 
options because changing them requires additional effort. For example, automatically enrolling 
healthcare employees in wellness programs often increases participation rates (Purohit et al. 
2023). Another important mechanism involves social norms. Individuals are strongly influenced 
by the behavior of peers and colleagues. Messages informing employees that most members of 
their department have completed training modules or participated in vaccination campaigns can 
motivate similar behavior (Tang et al. 2021). 
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Immediate feedback also plays a central role in digital nudging. Real-time acknowledgment of 
completed tasks or positive performance reinforces desirable behaviors and strengthens 
motivation. Furthermore, salience and attention influence decision-making processes by directing 
individuals toward specific actions through visual emphasis, timing strategies, or notifications 
(Caraban et al. 2019). In healthcare settings characterized by high cognitive demands, these 
mechanisms can help employees prioritize important tasks and reduce decision fatigue. 
Digital nudging is particularly relevant in healthcare environments because healthcare 
professionals often work under intense pressure and time constraints (Meske et al. 2019). 
Complex decision-making processes, emotional stress, and heavy workloads increase 
susceptibility to cognitive overload and behavioral biases. Digital systems capable of simplifying 
choices, providing reminders, and structuring workflows may therefore improve both employee 
well-being and organizational effectiveness. 
 
DIGITAL TRANSFORMATION AND HUMAN RESOURCE MANAGEMENT IN 
HEALTHCARE 
The digital transformation of healthcare has significantly influenced human resource 
management practices. Healthcare institutions increasingly rely on technological systems to 
manage recruitment, scheduling, communication, training, performance evaluation, and employee 
wellness (Kraus et al. 2021). Human resource management has evolved from a primarily 
administrative function into a strategic mechanism responsible for workforce sustainability and 
organizational resilience (Blštáková, Palenčárová, 2021). 
One of the most significant challenges facing healthcare HRM is workforce shortage. Many 
healthcare systems experience difficulties recruiting and retaining qualified personnel, 
particularly nurses and specialized healthcare professionals. Aging populations, increasing 
healthcare demands, and professional burnout have intensified staffing pressures worldwide. 
Human resource departments must therefore develop strategies capable of improving employee 
satisfaction, engagement, and retention (Kostić, 2023). 
At the same time, healthcare workers are exposed to high levels of psychological stress and 
emotional exhaustion. Burnout has become one of the most serious problems affecting healthcare 
organizations, influencing not only employees’ mental and physical health but also patient safety 
and quality of care. Long shifts, administrative burdens, emotional labor, and insufficient staffing 
contribute to chronic fatigue and reduced job satisfaction (Srivastava, 2025). 
Digital technologies have introduced new possibilities for addressing these challenges. Electronic 
workforce management systems, mobile communication platforms, artificial intelligence 
applications, and data analytics tools allow organizations to monitor workflows, identify staffing 
needs, optimize scheduling, and support employee wellness initiatives. Artificial intelligence 
technologies increasingly support healthcare decision-making and organizational management by 
improving data analysis, workflow optimization, predictive monitoring, and personalized 
interventions within healthcare systems (Lee, Yoon, 2021). Digital nudging emerges within this 
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broader technological transformation as a behavioral strategy integrated into organizational 
systems (Temjanovski, Loku, Bezovski, 2025). 
Modern healthcare HR systems can influence employee behavior through scheduling 
recommendations, automated reminders, wellness notifications, and training prompts. For 
example, scheduling software may warn employees about excessive overtime or recommend 
adequate rest periods between shifts. Similarly, wellness applications may encourage healthcare 
workers to engage in stress-management activities, hydration practices, or mindfulness exercises 
(Margherita et al. 2025). 
The digitalization of HRM also affects recruitment and onboarding processes. Healthcare 
organizations increasingly use online recruitment platforms that guide applicants through 
simplified application procedures, provide automated reminders, and personalize job 
recommendations. These digital interventions improve candidate engagement and reduce 
application abandonment rates (Yanuarti et al. 2025). 
Moreover, e-learning platforms have become central components of professional development 
within healthcare institutions. Healthcare professionals must continuously update their 
knowledge due to ongoing medical and technological advancements. Digital nudges embedded 
into educational platforms can encourage participation in training programs through progress 
indicators, achievement badges, reminders, and personalized learning suggestions (Purohit et al. 
2023). 
Consequently, digital transformation has not only altered administrative procedures but also 
reshaped the relationship between healthcare organizations and employees. Human resource 
management increasingly depends on the ability to create digital environments that support 
professional performance while maintaining employee well-being and organizational trust. 
 
APPLICATIONS OF DIGITAL NUDGING IN HEALTHCARE HUMAN RESOURCE 
MANAGEMENT 
Digital nudging can be applied across multiple dimensions of healthcare human resource 
management. One of the most important applications concerns employee wellness and burnout 
prevention. Healthcare professionals often neglect their own physical and psychological health 
due to demanding workloads and time pressures. Digital wellness platforms can provide 
reminders encouraging employees to take breaks, maintain hydration, engage in physical activity, 
or participate in mindfulness exercises (Caraban et al. 2019). Wearable technologies may also 
monitor fatigue indicators and recommend rest periods when excessive stress or exhaustion is 
detected. 
These interventions aim to promote self-care behaviors without imposing mandatory restrictions. 
Small behavioral prompts integrated into daily routines may significantly improve awareness of 
personal well-being and reduce the risk of chronic burnout. Recent research demonstrates that 
digital applications designed to support healthcare professionals through mindfulness exercises, 
stress monitoring, emotional support, and wellness interventions can contribute to reducing stress 
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and burnout symptoms among healthcare workers (Adam et al. 2023). Furthermore, gamified 
wellness initiatives can strengthen employee motivation by rewarding participation in healthy 
activities through points, badges, or recognition systems (Frengidou, 2024). 
Another significant application involves recruitment and talent acquisition. Healthcare 
recruitment platforms increasingly incorporate behavioral design elements that guide applicants 
through the hiring process more effectively. Progress bars, simplified forms, personalized job 
suggestions, and automated reminders encourage candidates to complete applications and 
maintain engagement. Digital nudging may also support fairer recruitment practices by reducing 
cognitive biases and encouraging structured evaluation procedures (Meske et al. 2019). 
Professional development and continuing education represent additional areas where digital 
nudging plays an important role. Healthcare professionals frequently face difficulties completing 
training programs due to limited time availability. Digital learning systems therefore use 
reminders, social comparison messages, and achievement tracking to encourage participation. 
Notifications about unfinished modules or upcoming deadlines help employees remain engaged 
with educational activities (Jóhannsdóttir et al. 2025). Short microlearning interventions 
integrated into daily workflows make continuous education more accessible and manageable. 
Digital nudging also contributes to improving compliance with clinical protocols and 
organizational procedures. Healthcare organizations must ensure adherence to hygiene standards, 
patient safety guidelines, and documentation requirements. Electronic health record systems can 
provide prompts reminding clinicians to complete required fields or verify medication 
information. Hand hygiene monitoring systems use visual or auditory cues encouraging 
healthcare workers to sanitize their hands before patient contact. These interventions function as 
supportive cognitive aids that reduce the likelihood of human error (Frengidou, 2024). 
Scheduling and workforce management constitute another important application area. Healthcare 
scheduling is highly complex because organizations must balance staffing demands, employee 
preferences, workload distribution, and legal requirements. Digital nudges integrated into 
scheduling systems can encourage healthier work patterns by warning employees about excessive 
overtime, recommending balanced schedules, and promoting adequate recovery time between 
shifts (Caraban et al. 2019). Such interventions may reduce fatigue-related errors and improve 
employee satisfaction. 
Employee engagement and organizational culture can also be strengthened through digital 
nudging. Recognition platforms allowing colleagues and supervisors to acknowledge 
achievements contribute to stronger workplace relationships and increased motivation. 
Personalized feedback messages, collaborative goal tracking systems, and peer appreciation tools 
create more supportive professional environments (Jóhannsdóttir et al. 2025). In healthcare 
settings where employees frequently experience emotional exhaustion and limited recognition, 
these interventions may positively influence morale and organizational commitment. 
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ETHICAL CHALLENGES AND LIMITATIONS OF DIGITAL NUDGING 
Despite its potential benefits, digital nudging raises important ethical concerns that healthcare 
organizations must address carefully. One major issue involves privacy and data protection. 
Digital nudging systems often rely on extensive behavioral data collection, including information 
related to work patterns, productivity, communication behavior, health indicators, and employee 
interactions. While such data enable personalized interventions, employees may perceive 
continuous monitoring as intrusive or controlling (Ruotsalainen, Blobel, 2020). 
Healthcare organizations must therefore ensure transparency regarding data collection practices 
and clearly explain how employee information is used. Data security and confidentiality are 
particularly important in healthcare environments because organizations manage highly sensitive 
personal and professional information (Jawad, 2024). Failure to protect employee privacy may 
damage organizational trust and create resistance toward digital interventions. 
Another important concern relates to autonomy and manipulation. Critics argue that digital 
nudging may influence individuals’ behavior without their full awareness, potentially 
undermining independent decision-making (Altman, 2025). In workplace settings characterized 
by hierarchical power structures, employees may feel pressured to comply with behavioral 
expectations embedded into digital systems. Ethical digital nudging should therefore prioritize 
employee well-being rather than exclusively serving organizational productivity goals 
(Jóhannsdóttir et al. 2025). 
Digital fatigue also represents a significant limitation. Healthcare professionals already operate 
within highly digitalized environments involving constant notifications, electronic documentation 
requirements, and communication demands. Excessive nudging may increase cognitive overload 
rather than reducing it. Poorly designed systems can become distracting, stressful, or irritating if 
employees perceive them as intrusive interruptions (Erdogan, Ulcay, Afsar, 2026). 
Algorithmic bias constitutes another challenge, particularly when artificial intelligence is 
integrated into HR systems. AI-driven recruitment, scheduling, or performance evaluation tools 
may unintentionally reproduce social inequalities if algorithms are trained using biased datasets 
(Gerke, Minssen, Cohen, 2020). Healthcare organizations must therefore continuously evaluate 
digital systems to ensure fairness and prevent discriminatory outcomes. 
Ultimately, the effectiveness of digital nudging depends heavily on organizational culture and 
employee trust. Interventions perceived as supportive and transparent are more likely to succeed 
than those associated with surveillance or control. Employee participation in the design and 
implementation of digital systems is essential for fostering acceptance and reducing resistance. 
 
CONCLUSION 
Digital nudging appears to offer important opportunities for improving healthcare human 
resource management, particularly within highly demanding and technologically evolving 
healthcare environments. Behavioral interventions integrated into digital systems may support 
employee well-being, strengthen organizational efficiency, and facilitate everyday professional 
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practices (Jóhannsdóttir et al. 2025). However, the increasing reliance on such technologies also 
requires a more critical perspective regarding the ways healthcare organizations shape employee 
behavior through digital environments. 
Although digital nudging is often presented as a supportive and non-coercive strategy, the 
distinction between encouragement and subtle control is not always clear (Lin, Osman, Ashcroft, 
2017). In healthcare workplaces characterized by strong hierarchical structures and performance 
pressures, employees may experience digital interventions as mechanisms of monitoring rather 
than empowerment. Furthermore, there is a risk that organizations may prioritize technological 
solutions for problems that are fundamentally structural, such as understaffing, burnout, 
excessive workloads, and insufficient institutional support (Srivastava, 2025). 
For this reason, digital nudging should not be viewed as an independent solution to workforce 
challenges in healthcare. Its effectiveness depends largely on ethical implementation, 
organizational transparency, employee trust, and respect for professional autonomy (Altman, 
2025). Without these conditions, digital interventions may contribute to digital fatigue, increased 
surveillance, and reduced workplace satisfaction instead of genuine organizational improvement 
(Erdogan, Ulcay, Afsar, 2026). 
Ultimately, the future role of digital nudging in healthcare HRM will depend not only on 
technological innovation but also on the ability of healthcare organizations to balance efficiency 
with human-centered values. A critical and ethically grounded approach remains essential to 
ensure that digital transformation supports healthcare professionals rather than merely optimizing 
their behavior for organizational performance. 
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