Beyond
HRIS and LMS

Why modern organizations need
dedicated skills management software




Executive summary

Human Resource Information Systems (HRIS) and Learning Management Systems (LMS) form the backbone of modern
HR technology stacks. HRIS platforms manage employee data, payroll, compliance, and performance records, while
LMS tools deliver training content, track course completion, and maintain certification databases.

Given their comprehensive reach across workforce administration and development, many organizations assume these
systems adequately address skill management needs. But that assumption often comes at a cost — operational
inefficiencies from mismatched skills and roles, increased compliance risk from outdated certifications, and reduced
workforce agility when critical capabilities go unseen until it’s too late.

However, this assumption creates a critical blind spot: while HRIS and LMS systems excel at managing data and
delivering training, they weren't designed to provide the dynamic intelligence organizations need for strategic, skills-
based workforce planning — the type of planning that, according to Deloitte, makes them “107% to place talent
effectively and 98% more likely to retain top performers.*

This whitepaper examines where traditional HRIS and LMS platforms fall short in skill management, defines how
dedicated skill management software addresses these gaps, and demonstrates why integrating all three systems
creates a strategic ecosystem that drives superior workforce performance and planning capabilities.
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Identifying shortcomings

WHAT HRIS AND LMS DO WELL

HRIS platforms have revolutionized human capital administration by centralizing employee information across the
employment lifecycle.

These systems maintain comprehensive records of:

() Job titles

(® Organizational hierarchies
( Compensation

® Performance reviews

(® Compliance documentation

They automate payroll, track attendance, manage benefits, and generate regulatory reports. Learning Management
Systems similarly excel within their domain.

They can:

(> Deliver structured training programs
® Track course enrollments and completion rates
( Maintain continuing education credits

( Manage certification renewals
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Where HRIS and LMS fall short

®

Despite their strengths, both platforms
share a fundamental limitation: they were
designed for data storage and process
management, not for dynamic skill
intelligence.

HRIS systems capture job titles but lack granular
visibility into what employees can actually do. A job title
indicates role and level, but reveals little about specific
competencies or proficiency levels.

A “Process Engineer” title, for example, tells you nothing
about whether that employee is qualified for
Workstation 7 on Line 3.

This is an issue, especially when considering what
Gartner research reveals.

of the workforce needs
new skill sets to
successfully do their jobs?

Yet most HRIS systems cannot identify which employees
possess critical skills or where capability gaps exist.

Meanwhile, LMS platforms track training completion but
not skill acquisition or proficiency. An employee may
complete a data analytics course, for example, but the
LMS cannot determine whether that individual can now
effectively analyze datasets or apply insights to business
decisions.
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It is clear, then, that both HRIS and LMS operate in functional silos. HRIS data rarely connects to business strategy
or evolving market demands. LMS training catalogs often reflect available courses rather than strategic skill needs.
Neither system provides mechanisms to align employee capabilities with organizational objectives or workforce
planning scenarios. For operations, this lack of skill visibility directly translates into downtime, safety risks, and
productivity loss — issues that ripple far beyond HR and impact overall business performance.

How skills management software
complements HRIS and LMS

Skill management software doesn't replace existing systems. Instead, it creates an intelligence layer that makes them
more valuable.

Enhancing HRIS strategic value

By overlaying skill data onto employee records, skill management platforms transform HRIS from an
administrative database into a strategic talent resource. Job titles gain context through associated competencies.
Performance reviews incorporate skill development metrics. Succession planning becomes capability-based
rather than tenure-based.

@ Connecting learning to capability

Skill management bridges the gap between training completion and skill acquisition. When integrated with
LMS platforms, these systems track which learning activities actually develop target competencies, measure
proficiency improvements after training, and recommend personalized learning paths based on current
capability levels.

> T —
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The emerging skills blind

Traditional systems struggle with rapidly evolving skill requirements.

ACCORDING TO THE WORLD ECONOMIC FORUM

2|

44% 60%

of workers' core skills will be disrupted by 2027 requiring training before that time®

HRIS and LMS platforms lack frameworks to identify emerging skill needs or track how quickly capabilities are being
developed - limitations that create tangible operational and strategic consequences. Let’s take a closer look.

&z

Managerial decision-making constraints

Without skill visibility, managers cannot make informed staffing decisions. When projects require specific
expertise, managers resort to asking around or making assumptions based on job titles. Research from LinkedIn
shows that organizations with strong internal mobility programs are more agile and enjoy higher rates of
employee engagement and retention*. However, most managers lack the skill data needed to identify internal
candidates for new opportunities.

Misaligned training investment

HR and learning teams struggle to align training programs with actual business needs. Without understanding
current skill levels or strategic capability gaps, training catalogs reflect educated guesses rather than data-driven
priorities, leading to redundant training and missed opportunities. Meanwhile, training resources go to the wrong
employees while critical gaps persist on the floor.

Ineffective workforce planning

Strategic workforce planning requires understanding capability, not just headcount. HR cannot build accurate
succession plans without knowing who possesses the competencies required for leadership roles. Organizations
cannot prepare for digital transformation without mapping current versus required technical skills.
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®  Employee career development opacity

Without clear skill-based career frameworks, employees cannot identify which capabilities to develop or
understand how their current skills position them for advancement. Skill opacity prevents organizations from
providing transparent development pathways — which is increasingly important to employees.

GALLUP RESEARCH SHOWS

that 87% of millennials rate professional development as important®

Skill opacity doesn’t just limit careers, it threatens production continuity. When organizations can’t see which skills exist
—or which are missing — they risk stalled projects, delayed maintenance, and higher error rates. Over time, these blind
spots compound, eroding efficiency and making it harder to respond to shifting market or operational demands.

Defining a solution with skills
management software

To bridge the gap between HR systems and operational performance, organizations are adopting dedicated skill
management software. These platforms fill the intelligence gap between administrative systems and strategic
workforce needs by creating comprehensive skill frameworks that map competencies at individual, team, and

organizational levels.

To do so, they establish structured taxonomies that define the skills and proficiencies most relevant to the
organization’s industry, strategy, and future goals.

THESE FRAMEWORKS DISTINGUISH BETWEEN:

AN TECHNICAL SKiLLS &) sorTskiLLs

@ DOMAIN KNOWLEDGE V% EMERGING CAPABILITIES

The result is a consistent skills-related language that business leaders and managers can use across departments.
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Dynamic proficiency tracking

Unlike static training records, skill management systems track proficiency levels over time through self-assessments,
manager evaluations, peer reviews, and project-based demonstrations.

This multidimensional approach provides nuanced understanding of capability maturity — recognizing the difference
between basic familiarity and expert-level mastery.

Skills management software platforms also connect
individual capabilities to organizational needs through
sophisticated analytics.

They can:

® Identify skill gaps
® Predict future capability requirements
® Recommend optimal upskilling paths

(3 Simulate workforce scenarios

What to look for in skills
management software

Organizations evaluating skill management solutions
should prioritize several essential features:

(® Flexible skill ontologies that accommodate industry-
specific competencies

(3 Multi-source assessment combining self-evaluations,
manager input, and peer reviews

(3 Seamless integration with existing HRIS and LMS
platforms

(> Advanced analytics offering skill heatmaps, gap
analysis, and workforce planning simulations

Al should also be a key feature to look out for.

Gartner predicts 40% of all enterprise applications,
including skills management software, will be Al-
powered by 2026¢, with that number continuing to
rapidly grow. Organizations that lack AI technology in
their skills management processes risk being left behind.
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How skills management software
Integrates with HRIS and LMS

Skills management software integrates with HRIS and LMS on two levels: technically and operationally. In this section,
we’ll take a look at each.

w  Technical integration

Skill management platforms synchronize with HRIS to pull employee demographic data, organizational structure,
and job titles. In return, they feed enriched capability data back to the HRIS, enabling skill-based filtering in
succession planning and competency metrics in performance management.

Integration with LMS platforms enables automatic tracking of completed training programs, mapping courses to
relevant competencies, and triggering skill assessments to measure actual capability development.

% Operational integration

Business leaders and managers can use skills management software in several ways throughout the organization,
no matter its size. For manufacturing and compliance teams, this means knowing exactly which operators are
qualified to perform regulated tasks every shift, every line.

© Strategic HR oversight

Human resources teams gain unprecedented visibility into organizational capability. They can generate
enterprise-wide skill inventories, identify critical skill shortages, and support strategic planning with capability-
based workforce scenarios. McKinsey research indicates that organizations using integrated talent data are
2.2 times more likely to outperform their competitors.”
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& Intelligent learning design

With skills management software, learning teams move from calendar-driven training to demand-driven
capability building. They can identify which skills require immediate attention, evaluate which programs
effectively develop target competencies, and design personalized learning journeys.

® Data-driven management

Line managers receive practical tools for talent decisions. They can quickly identify team members with specific
capabilities, recognize skill gaps, and build succession plans grounded in competency readiness — all of which are
strong indicator of better decision-making (and therefore business success), according to PwC.8 This visibility
directly reduces downtime and improves line flexibility.

Making a business case for skills
management software

Skills management software benefits an organization in several ways. We’ll take a closer look in this section.
STRATEGIC BENEFITS
10 Workforce agility

Skill visibility enables organizations to quickly redeploy talent toward emerging priorities.

RESEARCH FROM MCKINSEY SHOWS

that such agility can boost metrics including employee engagement, efficiency, and operational
performance by as much as 30%.°
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20 Strategic internal mobility

Skill frameworks enable organizations to identify internal candidates across departments and functions, breaking
down silos and maximizing existing talent while reducing time-to-productivity since internal candidates already
understand organizational culture.

30 Measurable learning outcomes

Skill management transforms training from activity-based metrics to outcome-based evaluation, enabling L&D
teams to demonstrate ROI and continuously improve training design based on which programs actually develop
target competencies.

FINANCIAL BENEFITS

10 Reduced external hiring costs

Organizations can spend three to four times an employee’s annual salary on external recruitment, according to
SHRM?°, Skill management platforms that reduce external hiring through better internal mobility and skills visibility
can generate hundreds of thousands — if not millions — in annual savings.

20 Eliminated training waste

Skill management eliminates training waste by enabling precise targeting — only employees with specific gaps
receive relevant training. This precision dramatically improves training ROI while reducing overall L&D
expenditure.

3.0 Reduced turnover costs

Employee turnover costs range from 50-200% of an annual salary.11 Skills management reduces voluntary
turnover by improving career development visibility, creating internal mobility opportunities, and enabling fair,
transparent advancement processes.

BEYOND HRISAND LMS 11



ORGANIZATIONAL BENEFITS

Skill management provides centralized, auditable records for regulatory compliance and identifies critical expertise
concentrations, enabling proactive knowledge transfer before expertise leaves through retirement or resignation.

Additionally, employees want meaningful development and clear career paths. Skill frameworks demystify
advancement criteria and create equity — employees from all backgrounds have equal visibility into requirements.

HRIS, LMS, and skills management:
The complete picture

HRIS provides structure through employee records and organizational hierarchy. LMS drives learning through training
delivery and completion tracking. Skill management connects them through insight — competency frameworks,
proficiency tracking, and strategic intelligence that transform data into actionable workforce decisions.

Together, these systems enable organizations to know not just who works where and what training they've completed,
but what they can actually do and how those capabilities align with strategic needs.

Conclusion

HRIS and LMS platforms remain essential components of modern HR technology infrastructure, delivering critical
administrative efficiency and standardized training delivery. However, relying solely on these systems for skill
management creates a dangerous illusion of competency visibility.

The limitations are clear: HRIS platforms tell us where employees sit but not what they can do. LMS systems track
completed training but not developed skills. Neither provides the dynamic skill intelligence required for strategic
workforce decisions in rapidly changing markets.

Dedicated skill management software addresses these gaps by creating a competency intelligence layer that enhances
existing systems. The business case is compelling: reduced hiring costs, eliminated training waste, enhanced
productivity, and improved retention. Beyond financial returns, skill management enables organizational agility and
supports strategic workforce planning.
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As skill half-lives continue to shrink and business models
evolve with increasing velocity, workforce capability
becomes the ultimate competitive differentiator.

Organizations cannot manage what they cannot see.
Skill management software provides that visibility,
transforming workforce development from an
administrative function into a strategic capability.

©)

The question is whether organizations
can afford the strategic blindness and
competitive disadvantage that comes
from attempting skill management with
systems designed for fundamentally
different purposes.

Skill management software is not optional — it is the
essential connective layer that transforms disparate
HR systems into integrated workforce intelligence that
drives better decisions, stronger performance, and
sustainable competitive advantage.

Every company is one skills gap away from an

operational bottleneck — and your HRIS
or LMS won’t see it coming.

Want to see how AG5’s skills management

software can bridge those gaps your
organization?

Get in touch with our experts for a free demo.
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