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Choosing ADP is not one decision. It is four decisions working together: product fit,
THE CORE IDEA implementation discipline, integration design, and support model. This guide turns
each one into a working evaluation.
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¢« BUYER TAKEAWAY

ADP should be evaluated as a risk decision, not only a software decision. The strongest projects start with a plain

question: what risk are we trying to remove? A strong choice depends on fit, readiness, and the partner model around
the platform.
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CHAPTER ONE

CHAPTER ONE

Executive Summary

The decision is not whether ADP can run payroll. The real decision is whether the right ADP
product, implementation path, integration plan, and support structure match the way your
organization actually operates.

ADPisone of the most established names in payrolland HR administration, and that reputation matters because
payroll has almost no room forerror. Employees expect accurate pay, finance expects clean controls, HR needs a
system that reduces manual work instead of more exception management, and executives need confidence that
taxfiling, wage-and-hourexposure, year-end reporting, and workforce data stay under control. The company
reportsthatit paysonein six U.S. workers across more than 1.1 million clients. ADP can be the right answer for
organizations that prioritize payroll reliability, compliance infrastructure, service depth, and long-term vendor
stability. It can be the wrong answer when buyers assume the brand alone will solve messy data, weak governance,

unclearownership, orlow internal adoption.

1in6 1LIM+ 4

distinct ADP product paths behind one
brand name

U.S. workers paid by ADP, per its official
figures

clients supported across small business
through enterprise

| Three risks executive teams underestimate

1. Product mismatch 2. Data debt 3. Adoption gap

ADP is not one path. RUN, Workforce Bad employee, tax, benefits, time, Go-live is not the finish line. It is the
Now, Lyric, and SmartCompliance and pay-history data does not get first stability milestone, and the first
each serve a different operating fixed by a new platform. It gets 90 days decide the payback.

model. exposed by it.

The strongest ADP projects start with one plain question: what risk are we trying to remove? Evaluate ADP as a risk

decision first, then as a software decision.
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CHAPTER TWO

CHAPTER TWO

The Buyer Problem ADP
Solves

The best case for ADP is not simply broad functionality. The best case is operational risk

reduction at scale, where payroll and HR infrastructure can handle jurisdictional complexity,

standardize controls, and support growth.

The buyer pain usually shows up in one of sixways.

Align HCM

Payroll exceptions keep consuming the team
When every cycle means cleaning time punches, fixing deductions, chasing work-location changes, and reconciling exports, payroll
becomes an emergency function instead of a rhythm.

Multi-state compliance is outgrowing the process
Remote work, traveling employees, multiple entities, local tax rules, and wage-and-hour requirements create more exposure than
spreadsheets and institutional memory can manage.

Finance does not trust the data
When payroll, HR, benefits, time, and GL data tell different stories, leadership loses confidence in headcount, labor cost, accruals, and
workforce planning.

HRIS capacity is too thin
Many organizations buy enterprise-grade tools without enterprise-grade internal ownership. The platform may be capable while the
team stays under-resourced.

Growth has made the current stack fragile
Acquisitions, new entities, new states, and new benefit plans create integration pressure. The more the organization grows, the more
brittle the old stack becomes.

The buyer needs a stable payroll spine
Some teams tolerate an experimental HR tech stack. Payrollis different. The downside of getting pay wrong is immediate, personal,
andvisible.



CHAPTER THREE

CHAPTER THREE

Why ADP Is Still a Serious
Contender

Scale, regulatory depth, and product breadth are ADP's durable advantages. For payroll-risk-
averse organizations, scale is not a vanity metric. Itis oneinputin a clear-eyed risk
assessment.

That scale builds operating infrastructure smallervendors cannot easily replicate, including tax-filing operations, compliance
resources, multi-jurisdiction experience, and long-term support maturity.

| Durable strengths

Tax filing & compliance Product breadth Service depth
Deepinfrastructure around payroll One brand can serve small Implementation, support,
tax, wage garnishment, ACA, businesses, mid-market outsourcing, and managed-service
employment verification, and related organizations, and enterprise options around the broader
compliance services. employers through different product ecosystem.

paths.

| Market context

Nucleus Research named ADP Lyric HCM, Dayforce, Infor, Oracle, and UKG Pro as leaders in its 2025 Enterprise HCM Technology Value

Matrix. Analyst rankings should not replace buyer-fit analysis, yet they help confirm that ADP belongs in serious enterprise HCM

conversations.

ADP deserves serious weight when the
downside scenario involves tax filing, payroll
controls, multi-state complexity, audit
obligations, or long-term vendor stability.

THE ADP BUYER'S GUIDE - ALIGN HCM
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CHAPTER FOUR

CHAPTER FOUR

Product Fit Matrix

Fourproducts can sitbehind the ADP name. Buyers need to know which one they are actually evaluating before a sales conversation

locksin an assumption about employee count, state footprint, union needs, global needs, or HRIS capacity.

RUN Powered by ADP ADP Workforce Now

BEST FIT: SMALL BUSINESSES BEST FIT: MID-MARKET

TYPICAL PROFILE TYPICAL PROFILE

1to 49 employees, simpler payroll, lighter HR administration, 50 to 1,000+ employees, multi-state payroll, HR and payroll teams
founder-led or finance-led ownership. in place, growing compliance complexity.

STRENGTHS STRENGTHS

Fast setup, basic payroll and tax support, simple HR Payroll, HR, benefits, time, talent, reporting, and compliance
administration, small-business usability. support in one mid-market suite.

WATCH-OUT WATCH-OUT

Limited fit for complex reporting, advanced HR workflows, heavy Early configuration decisions can be expensive to revisit. Data
multi-state operations, or large-scale integration. cleanup and integration ownership matter.

ADP Lyric HCM ADP SmartCompliance

BEST FIT: ENTERPRISE BEST FIT: STAY ON ANOTHER HCM

TYPICAL PROFILE TYPICAL PROFILE

1,000+ employees, global or complex workforce needs, Employer already committed to another system of record,
sophisticated pay rules, enterprise governance. needingtax, garnishments, ACA, or W-2 support.

STRENGTHS STRENGTHS

Modern enterprise HCM path, global payroll ambition, workforce Modular compliance support without a full HCM replacement.
management, broad HR architecture. WATCH-OUT

WATCH-OUT Value dependson integration quality with the system of record.

Implementation scope, internal governance, change management,
and timeline discipline must match the complexity.

Do not accept the product assumption until
employee count, state footprint, union and
global needs, acquisition cadence, service
expectations, and internal HRIS capacity are
mapped.

BUYER CAUTION - PRODUCT FIT
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CHAPTER FIVE

CHAPTER FIVE

When ADP Is the Right Choice

ADP is strongest when payroll risk, compliance depth, and operating predictability matter
more than novelty. Five conditions tend to point clearly toward ADP.

Multi-state and multi-jurisdiction payroll
Tax filing complexity is ADP's home turf. The more states, entities, and local requirements involved, the stronger the case.

Compliance is a board-level concern
Public companies, regulated industries, healthcare, manufacturing, financial services, and PE-backed firms benefit from ADP's
compliance depth.

Internal HRIS bandwidth is limited
Managed-service options reduce dependence on scarce internal expertise, especially after go-live.

HR and payroll processes are mainstream
ADP tends to perform best when pay rules, benefits administration, and HR workflows fit standard operating patterns.

Long-term vendor stability matters
Continuity, scale, and roadmap predictability are real advantages for buyers who want less vendor risk.

| Common winning profiles

The multi-state
manufacturer

A600-person company across 14
states with an hourly and salaried
mix, union population, and board-
mandated controls. Workforce Now
may win on compliance breadth and
predictability.
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The PE-backed roll-up
Aplatform company adding two to
three acquisitions per year needs a
payroll spine that absorbs entities

and supports integration playbooks.

Workforce Now or Lyric may fit by
scale.

The compliance-first
employer

A company may keep its current HCM
platform and move tax,
garnishments, ACA, or employment
verification into SmartCompliance.



CHAPTER SIX

06 when May Be the Wrong Fit

Astrongbuyer's guide names the situations where ADP may not be the sharpest answer. These signals are reasons to slow down and

compare, notautomatic disqualifiers.

| signals to reconsider

Highly bespoke pay logic
Complex commissions, equity-heavy compensation, or rules that resist standard configuration may need deeper modeling before ADP
is selected.

Developer-first HR architecture
If real-time webhooks, deep API self-service, and custom engineering workflows are central, compare ADP against API-first vendors
first.

Talent-led strategy
Ifrecruiting, learning, performance, and employee experience are the main drivers, a talent-centered system such as Workday may fit
better.

Thin U.S. presence
Organizations with a heavy international footprint and limited U.S. payroll may need a more global-first evaluation.

Tight implementation budget
ADP rewards proper configuration, testing, training, and adoption investment. Underfunded projects under-deliver.

ADP rewards organizations that prioritize not
getting payroll wrong over moving fast on every
HR feature. Naming that priority order is half the
decision.

THE HONEST FRAMING
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CHAPTER SEVEN

CHAPTER SEVEN

Payroll, Compliance & Wage

Risk

Payroll failures rarely come from the payroll engine alone. They come from bad data, unclear
rules, timekeeping exceptions, benefits feed drift, and handoffs nobody owns until payroll is

already stuck.

1in5
U.S. payrolls contain errors, per the EY
study commissioned by Paycom

29 wks

a1,000-employee organization can
spend fixing common payroll errors

The EY study commissioned by Paycom found thatonein five U.S. payrolls contains errors, and the U.S. Department of Labor Wage

and Hour Division recovered the FY2025 totals shown above. Wage-and-hourcomplianceis not theoretical. It creates real money, real

employee harm, and real reputational exposure.

Align HCM

$291

average cost per payroll error across
surveyed organizations

S259M+

back wages the U.S. DOL Wage & Hour
Division recovered in FY2025

15

corrections the average organization
makes every payroll period

176,957

employees covered by those FY2025
back-wage recoveries



https://www.paycom.com/about/press-room/ey-survey-payroll-errors-average-291-each-impacting-the-economy/
https://www.dol.gov/agencies/whd/data
https://www.dol.gov/agencies/whd/data

CHAPTER SEVEN

| Where payroll risk starts

Tax & multi-state setup Time & attendance
Misclassified work locations, missed reciprocity rules, inactive Shift differentials, overtime rules, meal breaks, PTO accruals,
state tax accounts, and stale withholding data create quiet andjob transfers create pay risk before payroll even runs.

exposure until quarter-end.

Benefits & deductions General ledger
Carrier feeds drift, open-enrollment changes lag, and pre-tax Payroll can be accurate for employees and still fail finance
or post-tax misallocations distort W-2s and create cleanup when cost centers, departments, labor allocations, and GL
work. mappings are wrong.

| Risk reduction checklist

O Confirm every active state tax account before configuration.

O Document the pay rule library before the build starts.

O Map every timekeeping rule that affects gross-to-net pay.

O Validate benefits deductions against carrier files and payroll history.
O Run at least two parallel payrolls before cutover.

O Review audit trails, role-based access, segregation of duties, and change controls.

Treat data, pay rules, and ownership as the project. The engine is rarely the failure point. Confirm tax accounts,

document the rule library, validate against carrier and GL truth, and parallel test before cutover.
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CHAPTER EIGHT

CHAPTER EIGHT

Implementation Readiness

Most ADP projects start before the buyer is ready. Starting before readiness work is complete
usually moves the cost into testing, cutover, and post-go-live cleanup.

| Five preconditions, in order

Executive sponsor named and visible
ACFO, COO, CHRO, or similar executive needs decision rights and visible accountability.

Project manager allocated
An HCM implementation cannot succeed as a side-of-desk assignment.

Source-system inventory complete
Every system producing or consuming HR, payroll, benefits, time, identity, and finance data must be mapped.

Pay policy book current and signed
The document should reflect how the organization actually pays people, not how leaders think it pays people.

Parallel testing plan drafted
Know how many payrolls will be paralleled, which populations are in scope, who signs off, and what variance is acceptable.

DO NOT BUY YET IF

® Noone owns payroll data quality. ® The project sponsor has no weekly decision cadence.

® Finance has not signed off on the GL mapping approach. ® Thereisnoplanfor managerand employee adoption.

® The HR team cannot name every current integration.

Align HCM



CHAPTER NINE

CHAPTER NINE

Data Conversion & Integration

Data is the project. The platform gets the airtime, yet data determines the outcome. A clean
implementation is a series of ownership decisions, not only a build.

| Conversion domains

Employee data Pay history

Demographics, employment status, tax withholding, direct Year-to-date earnings, taxes, and deductions at the level
deposit, benefits enrollment, job history, and work location. required for W-2 accuracy.

Time data Organization data

Schedules, accruals, leave balances, open time-off requests, Cost centers, departments, pay groups, reporting lines,
shift rules, and exception history. locations, legal entities, and GL mappings.

| Integration map

Benefits carriers Retirement provider Time and attendance General ledger

Identity and SSO ATS and onboarding Reporting and Bl

Every feed needs four owners: a business owner, a technical owner, a testing owner, and a support owner after go-

live. A technical feed can still fail the business when nobody owns the rule behind it.
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CHAPTER TEN

CHAPTER TEN

Training, Adoption & Post-Go-
Live

Go-liveis the start. The first 90 days determine whether the ADP investment pays back or
becomes another system the team quietly works around.

0 TO 30 DAYS 31 TO 60 DAYS 61 TO 90 DAYS

Stabilize Normalize Optimize

Daily payroll-team standups, executive Manager self-service adoption Recurring issues grouped by root
issuetriage, weekly variance tracking measured, reporting library reviewed cause, training gaps addressed,
against the prior system, and help- against requirements, first close cycle reports cleaned, integrations tuned,
desk volume monitored through one reconciled to GL with a written and support moved to steady-state
command structure. variancereport, and configuration ownership.

debt prioritized.

Stabilize - Essentials - Accelerate - Transform

Align HCM's SmartCare modelis built for the reality after go-live. The goalis not only to launch the platform. The
goalisto keep improving it afterthe launch team leaves.
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CHAPTER ELEVEN

CHAPTER ELEVEN

Vendor & Partner Evaluation

The questions buyers ask determine the implementation they get. Written answers matter

more than the demo.

| Ask ADP

®  Which ADP product fits our employee count, state footprint, and
growth plan, and why?

® Which configurations are hardest to change after go-live?

® Whatimplementation timeline doyou recommend, and what
causes slippage?

® Whatisincluded inyear one versus year two?
® Which support model applies after go-live?

® Whichmodules or services are likely to become add-ons later?

| Ask the implementation partner

How many implementations have you led on this specific ADP
product?

Who owns data conversion by name?
How do you define parallel payroll success?

What are the first three things that usually go wrong on projects
like ours?

How do you transition from implementation to ongoing support?

What did you change inyour method based on the last project
you completed?

What did you do differently on your last project
than the one before, and what did you learn?

THE SEPARATING QUESTION

Partners who answer specifically have a real practice. Partners who cannot are usually giving you sales language rather than delivery

evidence.

Align HCM
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CHAPTER TWELVE

CHAPTER TWELVE

Decision Scorecard

Score each areafrom 1to 5, then total the two sections. Twelve items, a maximum of 60 points.

PRODUCT FIT

Employee count and complexity match the chosen ADP product. O O O O O
Multi-state or jurisdictional need s real. O0000
Compliance and audit posture matter to leadership. O O O O O
Reporting and analytics needs are defined. O O O O O
Manager and employee self-service needs are understood. O O O O O

RISK & READINESS

Executive sponsor is named. O00O0O0
Internal HRIS capacity is realistic. O000O0
Data quality owners are assigned. O0000
Year-two total cost is understood. O000O0
Implementation partner depthis proven. O000O0
Long-term vendor stability matters. O0000
Post-go-live support model i defined. O0000

Below 30 30 to 44 45 to 60

Pause and re-evaluate Conditional fit Strong fit

45 to 60: strong fit, proceed with disciplined readiness investment. 30 to 44: conditional fit, resolve weak areas before signature. Below 30:

pause and re-evaluate product path, timing, partner, or readiness.
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CHAPTER THIRTEEN

13 How Align HCM Helps

Align HCM works for the buyer, not the vendor. Ourjob is to make the HCM investment pay back.

© Assessment £+ Implementation = Data conversion
Product-fit and readiness assessment, Project leadership, configuration Source-to-target mapping, remediation,
independent of the software sales support, testing, and go-live execution. validation, and load planning.
motion.

== Integration S  Training & Academy v SmartCare
Benefits, retirement, GL, SSO, ATS, time, Role-based curriculum for HR, payroll, Post-go-live operational support,
and reportingintegrations. managers, and employees. optimization, reporting cleanup, and

platform health.

Independent product-fit recommendation.

Pressure-test your ADP decision

Implementation readiness scoring.

before you commit.

Data and integration risk register.
Getintouch at alignhcm.com/contact and mention the ADP Strategic

Buyer's Guide when scheduling. Recommended next-90-day plan.
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CHAPTER FOURTEEN

CHAPTER FOURTEEN

Source Notes

Figures in this guide are drawn from public vendor statements, government data, analyst
research, and Align HCM's own delivery experience.

ADP official figures »
ADP states it supports more than 1.1 million clients and pays one in six U.S. workers.

https://www.adp.com/what-we-offer/payroll.aspx

Paycom press release summarizing the EY payroll-error survey »

One infive U.S. payrolls contains errors, the average cost per erroris $291, the average organization makes 15 corrections per payroll period,
and a 1,000-employee organization can spend 29 workweeks fixing common payroll errors.

https://www.paycom.com/about/press-room/ey-survey-payroll-errors-average-291-each-impacting-the-economy/

U.S. Department of Labor, Wage and Hour Division »
WHD reported more than $259 million in back wages recovered for 176,957 employees in fiscal year 2025.

https://www.dol.gov/agencies/whd/data

Nucleus Research Enterprise HCM Technology Value Matrix 2025 »
Nucleus named ADP Lyric HCM, Dayforce, Infor, Oracle, and UKG Pro as leading enterprise HCM providers.

https://nucleusresearch.com/news/nucleus-research-releases-2025-enterprise-human-capital-management-technology-value-matrix/

Analyst rankings and vendor figures support the guide's framing, yet they should not replace a buyer-fit analysis built on your own employee count,

state footprint, data quality, and readiness.
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CHAPTER FIFTEEN

15 Implementation Workbook

Printthese worksheets orfillthemin digitally. They turn the guide into your own decision record.

Worksheet One - Make the Case

Owner Date

Thesingle business problem ADP would solve for us is:

Thething we cannot afford to get wrong on the next platformis:

Twelve months after go-live, the result we want to point to is:

Worksheet Two - Map Product Fit

Total employees

States with active payroll
Countries with payroll need
Hourly and salaried mix
Union population
Acquisition cadence
Internal HRIS FTEs

Likely product path

Likely product path: RUN, Workforce Now, Lyric, or SmartCompliance.
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Worksheet Three - Payroll & Compliance Risk Register

Score likelihood and impact from 1to 5. Anything scoring 12 or higher needs mitigation before kickoff.

Unregistered or inactive state tax account
Incorrect work-location setup

Shift differential or overtime rule error
Meal-break or paid sick leave variance
Benefits deduction mismatch

GL posting mismatch

Year-end W-2 or ACAissue

Worksheet Four - Data Conversion Plan

Map source system, record count, owner, cleanup status, and load wave for each domain.

Employee data Pay history

Tax setup Direct deposit
Benefits Time and accruals
Cost centers Legal entities

GL mappings

Worksheet Five - Partner Evaluation

CHAPTER FIFTEEN

00000
00000
00000
00000
00000
00000
00000

Capture answers verbatim from ADP and from the implementation partner. The written answers matter more than the demo.

Copyright 2026 Align HCM. Independent of ADP. Logos and vendor names are used for editorial reference.
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