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Executive Summary

This article, published by 15Five, addresses the limitations of Human Resources Information Systems
(HRIS) as organizations scale beyond their foundational HR needs. The author argues that HRIS
platforms are well-suited for record-keeping, payroll, and administrative automation but are structurally
inadequate for strategic HR functions such as performance management, engagement measurement, and
manager effectiveness tracking. The article presents seven diagnostic signals indicating that an
organization has outgrown its HRIS, including insufficient data insights, lack of feedback consistency, poor
visibility into manager effectiveness, and an inability to demonstrate HR's impact to leadership. It then
outlines a complementary tool stack — spanning performance management, employee engagement,
learning management, and recruitment platforms — that is positioned as additive rather than replacing the
HRIS. The article concludes with a self-assessment checklist for HR teams evaluating readiness. The
implications drawn consistently favour the adoption of a dedicated performance management platform,
with 15Five explicitly identified as the recommended solution in the closing call to action.

Key Insights

1. HRIS platforms are optimized for data storage and administrative automation but lack the analytical
and action-oriented capabilities needed for strategic HR functions in growing organizations.

2. As organizations scale, HR's role shifts from compliance and administrative task management to
strategic workforce optimization, succession planning, and manager enablement — functions that
HRIS tools are not designed to support.

3. Seven diagnostic signals are identified to indicate HRIS limitations: absence of actionable data
insights, lack of manager performance visibility, sporadic feedback processes, HR time spent on
administrative follow-ups, disconnected performance and development data, inability to assess
manager effectiveness at scale, and inability to prove HR's impact to leadership.

Practical Takeaways

* A self-assessment framework is presented with four questions covering executive expectations,
manager readiness, defined HR processes, and data accessibility — intended to help HR teams
determine readiness for additional tooling beyond an HRIS.

» The article characterizes performance management, employee engagement, learning management,
and recruitment as the four primary tool categories that complement an HRIS in a growing
organization's HR technology stack.
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Critical Analysis

Strengths: The article articulates a coherent and recognizable narrative about HRIS limitations that
practitioners in mid-to-large organizations may find resonant. The seven-sign diagnostic is structured and
concrete. The self-assessment checklist offers a degree of practical utility independent of the vendor
context. Limitations: The article is produced by 15Five, a commercial performance management software
vendor, which creates an inherent conflict of interest. All diagnostic signals map directly to capabilities
offered by 15Five's own product. No independent research, third-party studies, or empirical data are cited
to support claims about HRIS limitations or the effectiveness of dedicated performance platforms. The
framing consistently positions performance management software as the logical and necessary next step,
without acknowledging alternative approaches such as process redesign, HRIS module expansion, or
manual methodology improvement. The self-assessment tool is binary and leading, with 'yes' answers
invariably pointing toward purchasing additional software. The article does not address cost,
implementation complexity, change management, or integration risks associated with adding new
platforms.

Organizational Practice

The article describes HR technology stacking practices in growing organizations, where an HRIS serves
as a system of record while supplementary platforms handle performance reviews, continuous feedback,
employee engagement surveys, learning and development, and recruitment. It also describes informal and
inconsistent manager feedback practices common in scaling companies, as well as manual HR follow-up
processes such as spreadsheet-based performance tracking and ad hoc one-on-one meetings.

Strategic Implications

The article reflects a broader trend in HR technology toward best-of-breed tool stacks rather than all-in-one
HRIS solutions, suggesting that as organizations scale, point solutions for performance, engagement, and
learning may be gaining traction alongside core HRIS platforms. The framing of HR as a strategic partner
— rather than an administrative function — aligns with ongoing shifts in how HR's organizational role is
being defined, with implications for how performance data is collected, analyzed, and reported to
leadership. The emphasis on manager effectiveness and continuous feedback visibility points to growing
organizational interest in real-time performance intelligence beyond annual review cycles.
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