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A decade ago, | started a company in my basement with one simple idea: workers should have real-time
access to the money they've already earned.

We launched our product out of thin air with one single user. And it completely changed his life because
he could finally meet his weekly financial obligations before his next paycheck. Before long, we realized
that providing instant access to pay could be a meaningful employee benefit that employers could offer
in order to recruit and retain employees in the tightest labor market in decades. Over the next ten years,
millions of employees gained access to their pay through this benefit. Several providers both here in the
United States and abroad emerged to offer this product in the same way we were. And that fun basement
experiment turned into a multibillion-dollar category that we know today as Earned Wage Access,

or EWA.

With 10 years of rich data now behind us, we supported Everest Group — the leading global research firm
— in an ambitious research project on the employer experience with Earned Wage Access. The core
question was this: Earned Wage Access is meant to drive financial health among frontline workers... so did
employers believe it was actually working?

The other thing that struck me was that since pioneering this product ten years ago, there have been
meaningful advancements in technology. Those innovations enable this benefit to be offered in the same
way that | originally envisioned, but now, at no cost to employees. Paying for your pay now seems like an
antiquated burden, like paying for email. And so one of the key questions Everest Group’s research
examines is: how did employers feel about imposing a fee on their employees when modern technology
can now eliminate that cost entirely.

Modern earned wage access is now part of a broader financial wellness offering. And it is free. Both
of these things must be true in order for us to unlock financial progress for employees.

| hope you enjoy reading this report. And if you agree or disagree with the findings, please feel free to reach
out to me directly at jason.lee@chime.com or at linkedin.com/in/jasonleem?.

Talk soon.

Jason Lee
Chief of Chime Enterprise

Jason Lee is a pioneer of the Earned Wage Access (EWA) industry and a longtime advocate for improving workers'’ financial
health. He is currently Chief of Chime Enterprise, where he leads Chime's efforts to help employers support their workforce
through modern financial wellness solutions. Jason co-founded DailyPay in 2015, helping create and scale the EWA category
globally and serving as CEO through 2022. Jason is at the forefront of shaping the future of EWA as a board advisor to the
three largest international EWA providers in each of the major regions of Asia, Europe and Latin America. Jason serves on
PayrollOrg's Government Relations Task Force and the Electronic Payments Subcommittee. Jason has won numerous awards
for his impact on the benefits and payroll industry including the EBN Excellence in Benefits Award, HR Executive Top HR Tech
Product Award, CEO Innovator of the Year, Top 20 Digital Innovator in Benefits, and several others.
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3 The Reinvention of Earned Wage Access (EWA)

Introduction

Over the last decade, Earned Wage Access (EWA) has reshaped how money moves
between employers and employees. What began as a niche perk offering employees
early access to wages has evolved into a mainstream financial wellness tool.

As workforce needs have grown more complex, EWA has emerged not just as a liquidity
mechanism but as a lever for reducing stress, boosting engagement, and attracting
talent in competitive labor markets.

In this viewpoint, we explore the state of EWA today: its models, benefits, and
challenges and examine how it is shifting from instant pay solutions toward a broader
financial wellness ecosystem. Drawing on insights from our survey of 100+
organizations and ongoing research over the past five years, the report highlights:

Current EWA adoption models and disbursement options

Key drivers motivating enterprises to adopt EWA

The barriers and challenges limiting adoption and scale

e How buyer priorities are evolving from liquidity to holistic financial wellness

The features and considerations enterprises value most when selecting an EWA
solution

www.everestgrp.com | this document has been licensed to Chime Workplace



Key highlights
from the
research

Below are the insights from this research:

EWA is becoming a mainstream benefit.

What started as a niche perk has evolved into a core component
of employee well-being strategies. Adoption is steadily moving
from early adopters into the early majority, as enterprises look to
reduce stress, improve retention, and attract talent.

Employers cite financial wellness as the primary reason to
offer EWA.

Across enterprise sizes, employee wellness is consistently cited
as the top motivation, with 77% of organizations highlighting it
as the primary driver. Talent attraction and retention follow at
63%, while 59% point to cost-effectiveness as a key reason.

Zero-fee EWA models that are compliant and payroll-
friendly are essential.

A majority of respondents demand zero-fee models, along with
provider-managed repayment and seamless payroll integration.
These features reduce friction, support regulatory compliance,
and are increasingly seen as vital to scaling adoption.

Employers want EWA embedded in a holistic financial
wellness program.

Organizations are moving beyond instant pay to embed EWA
within broader financial wellness strategies. Over 75% of
enterprises rate holistic wellness as a strategic priority for the
next 12 months.

Employers struggle to achieve measurable positive
financial outcomes from wellness programs.

While EWA adoption is increasing, 83% of employers (8 out of
10) report challenges in achieving measurable positive
outcomes related to employee financial stress and behavioral
changes in financial habits.

Coaching, goal setting, and credit-building stand out as
wellness features enterprises value the most.

Enterprises are placing greater emphasis on structured financial
wellness capabilities to drive measurable outcomes. Coaching
and goal setting are valued for reducing employee stress and
improving financial habits, while credit-building tools remain
especially important in frontline-heavy sectors with limited
access to traditional financial systems.
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Research
methodology

Respondent profile by
broader industry split

This research is based on a US survey of over 100 senior payroll, finance, and HR
executives from diverse industries and company sizes. It explores enterprise
approaches to EWA, including adoption drivers, barriers, and enablers, as well as how
organizations define and measure holistic financial wellness beyond transactional
models. The respondent profiles span enterprise size, industry, role, and adoption
status, reflecting the diverse mix shaping the EWA landscape.'

Respondent profile by
detailed industry split
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1 Percentages represent the proportion of the respondent base, segmented by role, adoption status, enterprise
size, and industry

2 Other includes industries such as BFSI, Media & Entertainment, Professional & Business Services, IT/Business
Process Outsourcing, Telecommunications, Public Sector & Education, Electronics, Hi-Tech & Semiconductors,
Automotive, Construction, and Energy
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6 The Reinvention of Earned Wage Access (EWA)

EWA today: motivations and
market realities

EWA has steadily gained ground as enterprises seek to improve the financial well-being
of their workforce. Once considered an optional perk, it is now being viewed as a core
benefit that supports both employees and enterprises. The market has progressed
beyond the innovation stage, with adoption now moving firmly through the early adoption
phase and edging into the early majority.

Exhibit 1 highlights EWA’s market maturity curve, showing how adoption is steadily
rising as organizations move from pilots to broader rollouts.

Exhibit 1: EWA market maturity curve
Source: Everest Group (2026)
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Enterprises cite a range of reasons for adoption, from attracting and retaining talent to
offering cost-effective benefits. Yet among these, one factor consistently rises to the top:
enhancing employee financial wellness.

Exhibit 2 highlights the top reasons why enterprises adopt EWA solutions.

“‘EWA is a talent lever, it grows our applicant pipeline,
sharpens our employer messaging, and improves retention.”

— Vice President, HR, a quick service restaurant

www.everestgrp.com | this document has been licensed to Chime Workplace



7 The Reinvention of Earned Wage Access (EWA)

Exhibit 2: Enterprise reasons to adopt EWA solutions in order of importance

Source: Everest Group (2026)
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Beyond these drivers, the market has settled into two dominant adoption models. The
first is the employer-integrated B2B model, where employees request access through an
employer-provided platform or app integrated with payroll. The second is the direct-to-
employee B2C model. Here, employees download a third-party app and request access
by submitting proof of income, or they may use EWA as an integrated feature of their
bank account.

When it comes to disbursement, most programs today deliver wages into employees’
bank accounts, with pay cards and digital wallets providing additional options. Per-
transaction pricing remains the most used structure, though enterprises are increasingly
interested in zero-fee and flexible models that lower barriers to adoption.

In short, EWA today sits at the intersection of strong motivations and practical realities.
While enterprises see clear benefits in providing flexibility and wellness support, the
current state of models, fee structures, and disbursement methods has created
complexities.

www.everestgrp.com | this document has been licensed to Chime Workplace
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Roadblocks to EWA adoption

Even with rising momentum, many enterprises remain hesitant to adopt EWA at scale.
The roadblocks are less about demand and more about risk, compliance, and clarity of
value.

Exhibit 3 highlights the barriers employers cite.

Exhibit 3: Top barriers to EWA adoption
Source: Everest Group (2026)
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Beyond organizational hesitation, employee-level barriers also persist. Low awareness,
distrust of third-party financial tools, and fear of repayment burdens often limit enroliment
and regular use. Even when EWA is available, uptake can be modest without targeted
communication and education to build trust.

Finally, regulatory concerns remain a recurring theme. State-by-state licensing
requirements, wage-assignment rules, and fee caps create compliance complexities,
particularly for large enterprises. Without clear federal guidance, many organizations
fear reclassification risks or compliance missteps, further slowing adoption.

In response, survey findings reveal what enterprises say will help them overcome these

challenges and accelerate adoption.

3 The total percentage exceeds 100% as respondents could identify multiple barriers that challenge EWA adoption

www.everestgrp.com | this document has been licensed to Chime Workplace
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They are looking for:

e Repayment handled by providers, reducing administrative burden and risks

e Seamless payroll integration, ensuring smoother implementation and employee
experience

e Zero-fee, transparent pricing models, removing friction for employees and
improving uptake

e Clearer regulations and simplified compliance requirements, mitigating
complexities and reducing adoption risks

Together, these findings highlight both the barriers that slow progress and the enablers
that can unlock it. Enterprises may recognize EWA'’s promise but translating it into
measurable outcomes requires solutions that pair financial wellness with simplified
pricing, integration, and compliance. This shift sets the stage for how buyer priorities are
evolving and why the paradigm is moving from transactional access toward integrated
wellness solutions.

Evolving paradigm: from instant
pay to holistic wellness

As adoption progresses, enterprises are rethinking what they expect from EWA. No
longer seen as just a tool to advance wages, EWA is increasingly being integrated into a
broader financial wellness agenda. This shift reflects a recognition that short-term
liquidity support, while valuable, is insufficient on its own to build long-term workforce
resilience.

Exhibit 4 illustrates this evolution, contrasting the traditional paradigm where EWA was
viewed mainly as an instant payout solution with the emerging paradigm, which
emphasizes integration into financial wellness, zero-cost access, and long-term financial
health.

72% of enterprises want repayment handled by
providers, 79% demand better payroll integration,
and 56% expect zero-fee pricing — setting the new
standard for EWA adoption.

www.everestgrp.com | this document has been licensed to Chime Workplace



10 The Reinvention of Earned Wage Access (EWA)

Exhibit 4: Traditional versus emerging paradigm in EWA adoption

Source: Everest Group (2026)
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This paradigm shift compels employers to broaden the scope of EWA programs, moving
beyond immediate access to pay toward long-term financial well-being. As part of this
evolution, employers place greater emphasis on components such as financial
education, savings enablement, and proactive financial planning. These are increasingly
viewed not just as employee benefits, but as strategic levers for workforce resilience,
reflected in how organizations are prioritizing holistic financial wellness over the next

12 months.

Exhibit 5 highlights the growing strategic importance of holistic financial wellness, with a
clear majority of enterprise leaders prioritizing it over the next 12 months.

“For us, financial wellness isn’t a paycheck feature;

it's confidence, day-to-day control, a cushion for surprises,
and a plan for the future delivered through education, easy

tools, transparent pricing, and data protection.”

— Vice President, HR, a retail and CPG company

www.everestgrp.com | this document has been licensed to Chime Workplace
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Retirement and
long-term savings

Exhibit 5: Strategic importance of holistic financial wellness over the next 12 months for
enterprise leaders

Source: Everest Group (2026)
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The trend underscores that standalone EWA programs are insufficient to address the full
range of challenges enterprises face today.

This perspective becomes even more essential given that enterprises define holistic
financial wellness in different ways from reducing stress and improving financial habits,
to credit management, retirement readiness, and broader well-being, as well as
promoting financial education and emphasizing the importance of saving.

Exhibit 6 illustrates the range of definitions as reflected in survey responses.

Exhibit 6: How enterprises define holistic financial wellness for employees
Source: Everest Group (2026)
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While enterprises increasingly recognize the breadth of what holistic financial wellness
entails, many still face difficulties in realizing its tangible value. Enterprises often expect
improvements across a variety of outcomes such as reduced financial stress, higher
productivity, lower turnover, improved engagement, better retention of critical talent, and
even enhanced employer brand. However, quantifying the ROI of these outcomes
through financial wellness interventions remains a persistent challenge.

Exhibit 7 highlights some of the metrics that enterprises struggle to capture.

Exhibit 7: Top metrics that EWA customers struggle to capture
Source: Everest Group (2026)
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Analytics and insights can play a critical role in addressing this gap. By enabling
organizations to track utilization, assess workforce behavior patterns, and link outcomes
more directly to financial wellness initiatives, analytics strengthen ROl measurement. As
a result, organizations are increasingly looking for providers that can help quantify
impact, embed robust measurement frameworks and analytics capabilities into their
solutions.

In addition to analytics, enterprises are looking to embed targeted features within their
financial wellness offerings. Exhibit 8 shows that enterprises place the greatest
emphasis on financial coaching, goal setting, and credit-building. These elements are
seen as the most effective drivers to reduce employee stress, foster healthier financial
behaviors, and strengthen long-term resilience.

Nearly 77% of employers have adopted EWA for financial
wellness. Yet, 8 out of 10 say their wellness programs
struggle to demonstrate positive financial outcomes.

4 The total percentage exceed 100% as respondents could identify multiple metrics they find challenging to capture

www.everestgrp.com | this document has been licensed to Chime Workplace



13 The Reinvention of Earned Wage Access (EWA)

Exhibit 8: Top features enterprises seek in financial wellness tools
Source: Everest Group (2026)
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Enterprises seeking structured, outcome-driven programs particularly value coaching
and goal setting, while credit-building tools resonate strongly in frontline-heavy sectors,
where employees often face barriers to mainstream financial systems.

What emerges clearly is that EWA is evolving beyond its transactional roots, steadily
becoming embedded within holistic approaches to workforce financial wellness. For
enterprises, the future lies in pairing liquidity with structured wellness features and,
equally important, refining how success is measured to demonstrate long-term impact
on workforce resilience.

Liquidity is the starting point, not the destination; earned wage
access works best when paired with savings tools, financial
coaching, and a host of financial wellness tools to build
resilience and prevent dependency.

www.everestgrp.com | this document has been licensed to Chime Workplace
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Key considerations for enterprises

As EWA transitions from a transactional benefit to an enabler of holistic financial
wellness, enterprises must carefully evaluate how they approach adoption. The
decisions made today will shape not only the success of individual programs but also
their ability to deliver measurable impact in the long term. To maximize value,
organizations should take a structured approach that emphasizes integration,
compliance, employee adoption, and alignment with broader wellness priorities. To
make EWA adoption both effective and sustainable, enterprises should focus on six key
considerations:

e Demand seamless payroll integration
EWA solutions should integrate directly with payroll and HR systems to ensure
smooth implementation and scalability. With 79% of enterprises emphasizing this as a
top improvement driver, enterprises benefit from pre-built connectors and APIs that
reduce manual work, minimize errors, and enable consistency across regions and
employee groups

* |nsist on zero-cost, transparent pricing
Pricing is central to both adoption and employee trust. Close to 56% of enterprises
point to the need for zero-cost models, moving away from per-transaction or hidden-
fee structures that create friction. Transparent pricing ensures equitable access for
employees, drives higher uptake, and aligns better with enterprises’ long-term
wellness objectives

e Select providers with future-ready compliance strategies
Regulatory uncertainty remains a key concern, with 53% of enterprises highlighting
the need for simplified compliance. As the regulatory landscape continues to evolve,
working with providers that demonstrate a strong compliance track record, and a
forward-looking regulatory strategy becomes essential. Selecting partners that
proactively manage wage assignment, data privacy, and licensing requirements can
help reduce exposure to future compliance risks and build lasting confidence in EWA
programs

* Drive adoption through employee-trusted vendor
Awareness and trust are just as essential as technical integration. Vendors play a key
role in driving adoption by offering programs that employees find intuitive, trustworthy,
and worth recommending. Strong user experience and ongoing engagement
strategies such as helpful onboarding, accessible support, and positive word-of-mouth
can significantly influence sustained usage at scale

e Shift from short-term relief to long-term wellness
EWA adoption should be viewed not as the end goal, but as a gateway to more
comprehensive financial wellness. Among the various features that support long-term
impact, savings enablement stands out as a foundational pillar, empowering
employees to build financial buffers and reduce dependency on reactive wage access.
Vendors that integrate savings tools alongside financial coaching, credit-building, and
goal setting are better positioned to help employees reduce short-term stress while
fostering sustainable financial resilience

www.everestgrp.com | this document has been licensed to Chime Workplace
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e Evaluate providers for proven ROI and enterprise readiness
Finally, enterprises must assess solutions not only for functionality but also for their
ability to deliver measurable outcomes. Providers should demonstrate scalability,
analytics, and evidence of impact across metrics such as stress reduction,
productivity, and workforce retention. This ensures EWA adoption aligns closely with
enterprise priorities

Conclusion

EWA has evolved from an experimental perk into a mainstream enabler of workforce
well-being. While adoption is gaining momentum, our survey findings highlight persistent
challenges around awareness, ROI, and regulatory complexities. Simultaneously,
priorities are shifting away from short-term liquidity and toward integrated financial
wellness solutions.

As organizations broaden their view, EWA is increasingly being paired with features
such as savings, financial coaching, credit-building, and goal setting to deliver lasting
impact. Among these features, savings stands out as particularly critical, since it equips
employees with a buffer against unexpected expenses and reduces reliance on wage
advances, ultimately fostering long-term financial stability.

This transition reflects the recognition that true value lies not in offering faster access to
pay alone, but in fostering resilience, encouraging savings habits, reducing stress, and
supporting sustainable employee engagement.

For enterprises, the path forward is clear: treat EWA as a gateway to holistic wellness
strategies, evaluate solutions against integration and compliance readiness, and focus
on long-term outcomes. By taking a structured, forward-looking approach, enterprises
can transform EWA into a strategic enabler of financial well-being and strengthen the
overall employee experience.
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