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Executive Summary

This article, published by performance management software vendor 15Five, addresses the question of
whether organizations should use an HRIS platform or a dedicated performance management platform
(PMP) for managing employee performance. The central argument is that HRIS platforms are well-suited
for administrative consistency, compliance, and record-keeping, but are structurally limited when
performance management is expected to drive behavioral change, support managers in real-time, or
connect to compensation decisions in meaningful ways. The article presents a series of functional gaps
attributed to HRIS performance tools — including inflexible review structures, fragmented compensation
linkage, limited AI utility, and static goal tracking — and contrasts these with the design philosophy of
dedicated PMPs. It concludes that most organizations benefit from running both systems in integration,
with the HRIS serving as the system of record and the PMP supporting conversations and
decision-making. The article includes a decision framework to help HR leaders determine which
configuration fits their organizational maturity and performance expectations.

Key Insights

1. HRIS performance tools are optimized for process completion and consistency, which can create
friction when organizations expect performance management to drive qualitative behavioral change
rather than administrative compliance.

2. The article identifies five functional gaps where HRIS platforms strain under performance
management demands: review flexibility, compensation linkage, AI-assisted review quality, and goal
cascading.

3. Manager disengagement is framed as a systemic design issue — HRIS tools prompt
compliance-driven participation, while dedicated performance platforms are described as designed
around how managers actually think and work.

Practical Takeaways

• Organizations primarily using annual reviews for documentation and compliance may find HRIS
performance features sufficient without requiring a dedicated platform.

• When HR teams report significant manual data reconciliation, uneven manager adoption, or
compensation decisions that are disconnected from performance records, these are described in the
article as signals that a dedicated PMP may address structural gaps.
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Critical Analysis

Strengths: The article provides a clear and structured comparison of HRIS versus dedicated performance
management platforms, with concrete use-case scenarios that HR practitioners can map to their own
contexts. The decision framework at the end offers practical diagnostic criteria. Limitations: The article is
authored by 15Five, a commercial vendor of performance management software, which introduces
significant commercial bias. No independent research, third-party studies, or empirical data are cited to
substantiate claims about manager adoption rates, decision quality, or the effectiveness of dedicated
PMPs. All comparative framing positions the HRIS as inadequate and the dedicated PMP as superior
without acknowledging cases where HRIS tools have successfully served performance functions. The
article conflates the limitations of poorly implemented HRIS performance modules with the category as a
whole. The AI capabilities described are presented as advantages of PMPs without evidence of outcome
improvement. Overall, the article functions as marketing-informed thought leadership rather than neutral
analysis.

Organizational Practice

The article describes HR teams running annual or semi-annual performance review cycles within HRIS
platforms, with managers completing structured forms on fixed timelines. It also describes organizations
manually reconciling performance data with compensation planning via spreadsheets, and HR teams
fielding manager queries due to system complexity when non-standard review types are introduced.

Strategic Implications

The article reflects a broader market trend toward disaggregating HR technology stacks — separating
system-of-record functions from performance enablement functions — rather than relying on consolidated
HRIS suites. The framing of AI as a tool for improving review quality rather than administrative efficiency
points to an emerging differentiation criterion in PMS vendor positioning. The emphasis on manager
experience as a driver of platform adoption signals that HR technology purchasing decisions are
increasingly evaluated on behavioral outcomes alongside operational efficiency.
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