Al is raising expectations for what learning can deliver: more personalization, faster upskilling, and clearer alignment to

business needs. But many L&D teams are finding that their current systems can’t keep up.

The gap often comes down to how well your ecosystem is connected. When systems operate in silos, Al lacks the
context it needs to deliver relevant recommendations or reliable insights. What looks like an Al problem is often a data
and infrastructure problem.

This checklist helps you pinpoint where your learning environment may be holding you back.

The “Franken-Stack” Diagnostic

Learner Friction: Employees move between multiple platforms or logins to access learning.

Search Inefficiency: Learners struggle to find relevant content quickly, even when it exists.

Inconsistent Data: Reporting varies across systems, making it difficult to trust completion or engagement metrics.
Weak Personalization: Recommendations don’t reflect the learner’s role, goals, or current skill set.

Manual Reporting: Teams spend significant time combining data instead of using it.

Delayed Updates: Role or team changes take days or weeks to reflect in learning assignments.

Limited Visibility: Managers lack a clear view of team skills or development progress.

Content Silos: Internal and external content sources are not unified in the learner experience.
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Impact: If you checked 3 or more, your current setup may be limiting both learner engagement and
your ability to scale development programs effectively.

If you're dealing with fragmented HR and learning technology, that “Franken-stack” probably wasn’t the plan. It
happened gradually as new tools were added to solve immediate needs.

Over time, that patchwork starts to create friction across the learner experience and limits what L&D can deliver.

Are you experiencing any of these symptoms of fragmentation?




Fragmentation by the Numbers

This challenge is not isolated, and it has a direct impact on performance:

« 62% of organizations use between two and four paid HR solutions.

e Only 39% report useful integration between those systems.

» 81% said poor integration prevents them from reaching business goals.

e Only 24% of employees strongly agreed they get the right amount of training to do their best work.

 Just 42% of HR professionals strongly trust their people analytics.

What To Pressure-Test Next

If fragmentation is showing up in your diagnosis, the next step is to evaluate whether your current approach can

support where L&D is heading, not just where it has been.

1. Learner Profile Quality

Do you have a complete and usable view of each
employee?

D Profiles bring together role, skills, goals, and
learning activities in one place.

C] Data updates automatically, not relying on manual
inputs or periodic syncs.

D You can trace how profile data feeds into
recommendations and reporting.

2. System Connectivity

How reliably do your systems share information?

D Changes in role, team, or responsibilities trigger
immediate updates to learning paths.

D Integrations are continuous and bidirectional, not
one-time or batch-based.

D Learning data captures more than completions,

reflecting real engagement and skill development.

3. Skills Framework

Is your organization operating from a consistent
understanding of skills?

D Skills are standardized across recruiting,
performance, and learning systems.

D You can track how skills evolve over time, not just
at static checkpoints.

D Skills data are usable for both planning (future
needs) and personalization (current development).

4. Personalization Capability
Is learning tailored in a meaningful way?

D Recommendations reflect role, behavior, and
evolving skill needs.

Learning paths adjust dynamically as employees
grow or shift roles.

Personalization goes beyond courses to include
diverse learning experiences.
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Al outputs are explainable, not a black box.



https://www.hr.com/en/resources/free_research_white_papers/hrcoms-state-of-todays-hr-technology-and-integrati_m8qydt97.html
https://www.hrdive.com/news/worker-learning-engagement-low/812898/

5. Reporting and Insight 7. Business Alignment

Can you trust and act on your data? Is L&D influencing business decisions, not just

. responding to them?
C] Dashboards are consistent across P 9

stakeholders. D Learning priorities are set based on workforce

and skills data, not just stakeholder requests.
D Data does not require heavy manual

validation. C] L&D can model future skill needs and identify

gaps before they impact performance.
D Insights connect learning activity to

business outcomes. D Investment decisions are tied to measurable

outcomes like mobility, retention, or readiness.
D You can move from insight to action

without delay.

6. Manager Visibility
Are managers equipped to drive development?

D Managers can easily see team skill gaps
and progress.

Insights are available in real time, not
delayed reports.

D Managers can take action directly within
the system.

Learning is embedded into team

workflows, not separate from them.

What “Ready” Looks Like

As you evaluate your current approach or explore new solutions, look for:

D A unified platform or tightly integrated ecosystem
D Real-time, bidirectional data flow across systems

D A clearly defined and operationalized skills framework
D Al that is driven by rich, connected data

D Reporting that is actionable without manual effort

If these capabilities are missing, gradual fixes may only go so far. At a certain point, the question shifts from

optimizing your stack to rethinking it.




Next Step: Evaluate Your LMS Options

If your current system is falling short in multiple areas, the next step is understanding what to look for in a modern LMS.
A strong platform should not only deliver content but also serve as the foundation for skills development, Al-driven
personalization, and cross-system alignment.



https://offers.clearcompany.com/thank-you_content-download_lms-buyers-guide
https://offers.clearcompany.com/thank-you_content-download_lms-buyers-guide
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