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Application of this Guide 
If you maintain an IRC §401(a) qualified plan with a salary deferral option, you may utilize a 
safe harbor §401(k) plan design.  The safe harbor design is also available to any deferred 
compensation program under IRC §403(b).   

As a consequence of universal availability, §403(b) plans need not perform the 
ADP test on elective contributions, but absent a safe harbor design, they are 
subject to the ACP test on matching contributions.  The ACP Test Safe Harbor, 

described in this guide, is an option available to §403(b) plans. 

Governmental plans are exempt from nondiscrimination rules.  This exemption also extends 
to grandfathered governmental §401(k) plans.  Therefore, a safe harbor plan design is not 
applicable to governmental plans.  Note that §906 of the Pension Protection Act of 2006 
clarified that a plan established or maintained by an Indian tribal government for its 
employees performing essential governmental functions, and not engaged in commercial 
activities,1 is a governmental plan. 

Indian tribal government plans established for employees engaged in commercial 
activities are subject to the ADP and ACP testing requirements if the plan includes a 
§401(k) arrangement.  A §401(k) safe harbor plan design is available to such plans. 

What is a Safe Harbor Plan? 
“Safe harbor” is a term found in retirement plans that is used in a variety of contexts.  There 
are safe harbor definitions of compensation, safe harbors in determining eligibility for 
hardship, safe harbor allocation formulas for nonelective contributions…and the list goes 

 
1 Commercial activities include: employment by a hotel, casino, service station, convenience store or marina. 



 

 

on.  This guide applies the term to describe the Safe Harbor plan design feature available 
to §401(k) and §403(b) Plans. 

A safe harbor plan incorporates plan design features deemed to satisfy nondiscrimination 
testing rules – specifically, the ADP test (and under certain circumstances, the ACP test). 
There are two variations to safe harbor plan design that will be discussed in this guide: 

 IRC §401(k)(12) safe harbor.  This design feature was created under the Small Business 
Job Protection Act of 1996.  Throughout this guide this option is referred to as the 
Traditional Safe Harbor Plan. 

 IRC §401(k)(13) safe harbor.  This is an alternative safe harbor option first enacted by 
§902 of the Pension Protection Act of 2006.  This design incorporates many of the 
features of the Traditional Safe Harbor Plan, but also includes a Qualified Automatic 
Contribution Arrangement (QACA).  Throughout this guide this option is referred to as 
the QACA Safe Harbor Plan. 

Note that the legislation cited above relates only to §401(k) plan design.  In 1998, 
the IRS confirmed via Notice 98-52 that the ACP test safe harbor is also available to 

§403(b) plans. 

Generally, the rules for a Traditional Safe Harbor Plan will also apply to a QACA Safe Harbor 
Plan.  In reading this guide, you can assume that the rules described apply to both types of 
plans.  Where there are variances, the separate QACA requirements will be addressed. 

The effect of automatic enrollment in a safe harbor plan 
Automatic enrollment is a permissible feature in a Traditional Safe Harbor Plan.  A plan may 
adopt any of the automatic enrollment features allowed under current regulations and still 
be deemed to pass the ADP test if the ADP safe harbor requirements, described below, are 
satisfied. 

The QACA Safe Harbor Plan operates under a significantly different requirement.  A QACA 
Safe Harbor Plan must include an automatic enrollment feature that meets very specific 
requirements.  Collectively, these automatic enrollment requirements are referred to as a 
Qualified Automatic Contribution Arrangement. 

Automatic enrollment is a “negative election” concept.  Participants always have the 
option to defer at a percentage of compensation of their choosing, including an election 
to not defer at all.  For those who do not make an affirmative election, they shall be 
deemed to have elected a pre-determined deferral percentage as defined in the plan 
document. 

To qualify as a QACA, a plan must provide for an automatic deferral election equal to a 
uniform percentage of plan compensation that is at least 3% (and does not exceed 10%) 
during the period that begins when the employee first participates in the QACA and ends 



 

 

on the last day of the following plan year.  After the initial period, the minimum percentage 
must increase by at least 1% per year until it reaches 6%.  A plan may choose (but is not 
required) to set the initial minimum percentage under the QACA at a percentage greater 
than 3%, but the upper limit for the automatic deferral percentage may be greater than 
6%, but may not exceed 10% of a participant's compensation in the first year, or 15% in any 
year thereafter. 

The ADP Test Safe Harbor  
Both the Traditional and the QACA safe harbors provide design opportunities that, if 
elected, will result in the plan being deemed to pass the ADP test.  In order to satisfy these 
requirements, the plan must address four specific areas: 

 ADP safe harbor contributions 
 Vesting 
 In-service withdrawal restrictions 
 Notice requirements 

A safe harbor plan may also be designed to eliminate the requirement for ACP testing.  The 
criteria for satisfying ACP safe harbor requirements will be described later in this guide (see 
“The ACP Test Safe Harbor” section of this guide). 

New rule for plans making a safe harbor nonelective contribution 
For plans that satisfy the ADP Test safe harbor by making a nonelective contribution, there is 
no longer an annual safe harbor notice requirement.  This change is effective for plan years 
beginning after December 31, 2019.  However, it is important to remember that the written 
terms of the plan always govern the operation of the plan.  Here are two scenarios to 
illustrate the point. 

- Written terms of the plan as of the first day of the plan year identify the plan as 
being a Traditional Safe Harbor Plan that passes the ADP Test safe harbor by 
making a nonelective contribution.  While there no longer is a requirement to 
provide an annual notice to participants, the plan is still obligated to operate as a 
safe harbor plan for the plan year and has committed to funding the safe harbor 
contribution for the plan year.2 

- A plan that is not designated as a safe harbor plan on the first day of the plan 
year may be amended during the year (and even into the following year) to 
become a safe harbor plan that satisfies the ADP Test safe harbor by making a 
nonelective contribution.  The plan may be amended to add the nonelective 
safe harbor at any time before the 30th day prior to the close of the plan year. 
The Plan is also be required to make a nonelective contribution of at least 3% of 

 
2 Exceptions may apply.  The rules for reducing or suspending a safe harbor contribution mid-year are outside the 

scope of this guide. 



 

 

the employee's compensation.  Alternatively, the plan may be amended on or 
after the 30th day before the close of the plan year, as long as the amendment is 
adopted no later than the last day for distributing excess contributions (generally 
the close of the following plan year) and the nonelective contribution is at least 
4% of the employee's compensation. 
 

§403(b) safe harbor plans 
Regardless of safe harbor status, a §403(b) plan will not be subject to ADP testing.  
However, if such plan intends to take advantage of the ACP Test Safe Harbor, the ADP Test 
Safe Harbor criteria must be incorporated into plan design.  A §403(b) plan intending to be 
safe harbor must meet three basic requirements: 

 Matching or nonelective employer contributions must conform to the requirements of 
the ADP Test Safe Harbor design, 

 Employees must be notified of their rights and obligations under the plan in a timely 
fashion (if making a nonelective contribution to satisfy the safe harbor, a notice is no 
longer required as described above), and  

 Safe harbor provisions must be adopted by the first day of the plan year if matching 
contributions are used to meet the safe harbor. 

 

ADP safe harbor contributions 
An ADP safe harbor contribution may be made as a matching contribution or as a 
nonelective contribution.  At a minimum, the plan is required to make this contribution to all 
eligible Nonhighly Compensated Employees (NHCEs).  A contribution may also be made to 
Highly Compensated Employees (HCEs) but the plan is not required to do so.  Written terms 
of the plan document will prevail. 

Safe harbor matching contribution 
The safe harbor matching formulas vary not only in terms of whether it is a basic or an 
enhanced formula, but also whether the contribution formula is under the Traditional Safe 
Harbor Plan or the QACA Safe Harbor Plan.  The available formulas are described below. 

Basic match under a Traditional Safe Harbor Plan: 

100% match on the first 3% of compensation deferred plus 50% match on the next 2% of 
compensation deferred.  A participant who defers at least 5% of compensation will receive 
the maximum basic match of 4% of compensation. 

Basic match under a QACA Safe Harbor 401(k) Plan: 

100% match on the first 1% of compensation deferred plus 50% match on the next 5% of 
compensation deferred.  A participant who defers at least 6% of compensation will receive 
the maximum basic match of 3.5% of compensation. 



 

 

Enhanced match under either the Traditional Safe Harbor Plan or the QACA Safe Harbor 
Plan: 

An employer may offer an enhanced matching formula as long as the aggregate amount 
of the matching contribution for each level of match is not less than the aggregate 
amount of the basic match formula and the rate of match does not increase as the 
participant’s rate of elective contribution increases.  In addition, the rate of matching 
contribution for any HCE at any rate of elective contributions cannot be greater than the 
rate of matching contribution for any NHCE with the same rate of elective contributions. 
Generally, a service-weighted match will not comply since an HCE may receive a higher 
rate than a NHCE. 

Safe harbor nonelective contribution 
Safe harbor nonelective contribution requirements are the same for both the Traditional 
Safe Harbor Plan and the QACA Safe Harbor Plan. 

A nonelective contribution will satisfy the ADP safe harbor contribution requirement if it 
equals at least 3% of the employee’s compensation (or if it equals at least 4% when the 
plan is amended to add safe harbor status on or after the 30th day before the close of the 
plan year).  A contribution of greater than 3% is permitted.  Unlike the matching 
contribution, a participant is not required to make salary deferral contributions in order to 
be eligible to receive a safe harbor nonelective contribution.  Therefore, while the rate of 
match under the safe harbor matching contribution formulas provides for a higher 
contribution percentage, you must also factor in the population eligible to receive either 
the match or the nonelective contribution.  The plan’s eligibility requirements, the history of 
the employees’ rate of deferral and the demographics of the employer are factors to be 
considered when determining the overall cost to the employer of either of these safe 
harbor contribution options. 

Vesting 
The Traditional Safe Harbor Plan requires 100% immediate vesting for the ADP safe harbor 
contribution.  The QACA Safe Harbor Plan requires 100% vesting after no more than two 
years of service (i.e., a 2-year cliff).  The QACA safe harbor may offer an accelerated 
vesting schedule provided a participant is 100% vested after two years of service. 

The vesting requirement described above applies only to the contribution source used to 
satisfy the ADP safe harbor.  Other employer contribution sources may be offered under 
the plan.  These other sources may be subject to a more restrictive vesting schedule. 

Example: 

A plan offers both a matching contribution and a nonelective contribution.  Both 
contribution sources independently satisfy the ADP safe harbor contribution requirements 
for a Traditional Safe Harbor Plan.  The plan designates the match as the ADP safe harbor.  
Therefore, the match must be subject to 100% immediate vesting (or the QACA vesting 



 

 

schedule).  A more restrictive vesting schedule (e.g., 5-year graded) may be applied to the 
nonelective contribution. 

In-service withdrawal restrictions 
Participant withdrawals of the ADP safe harbor contributions are restricted in the same 
manner as the distribution restrictions that apply to elective deferrals. 

Notice requirements  
The notice requirements under a safe harbor plan are robust, and, some may say, onerous.  
Historically, when the legislation for safe harbor plans was proposed, the Treasury 
Department had concerns.  With the elimination of the ADP test, Treasury was concerned 
that some employers may not be incentivized to encourage enrollment to their nonhighly 
compensated employees.  The annual notice serves as a reminder to all employees of the 
advantages of participating in the §401(k) or §403(b) arrangement and how to make, or 
modify, deferral elections.  Remember, for plan years beginning after December 31, 2019, 
the safe harbor notice requirement no longer applies to plans satisfying the ADP Test safe 
harbor by making a nonelective contribution.  There is no prohibition against a plan 
sponsor continuing to provide an annual notice even though such notice is not required.   

Requirements and content 

The notice must be sufficiently accurate and comprehensive to apprise the employee of 
his/her rights and obligations under the plan.  It must be written in a manner that is 
calculated to be understood by the average employee eligible to participate.  The notice 
must contain the following information: 

 The plan’s safe harbor formula, 
 Any other contributions under the plan and the conditions under which such 

contributions are made, 
 The plan to which the safe harbor contributions are made (if different than the plan 

which includes the deferral arrangement), 
 The type and amount of compensation that can be deferred, 
 How to make deferral elections, including any administrative requirements that apply 

to such elections, 
 The periods available under the plan for making deferral elections, 
 The withdrawal and vesting provisions applicable to contributions under the plan, and 
 Information that makes it easy to obtain additional information about the plan 

(including an additional copy of the SPD) such as telephone numbers, addresses, 
and, if applicable, electronic addresses of individuals or offices from whom 
employees can obtain such plan information. 

 



 

 

The annual notice for a QACA Safe Harbor Plan must provide all the information described 
above, as well as information on: 

 The level of elective contributions which will be made on the employee’s behalf in the 
absence of an affirmative election, 

 The employee’s right to elect not to have elective contributions made on his/her 
behalf, or to elect a different deferral percentage or amount, and 

 How contributions under the automatic contribution arrangement will be invested, 
including, if the employee may elect among two or more investment options, how 
contributions will be invested in the absence of an affirmative investment election. 

Timing of notice 

Generally, the annual notice must be provided to employees eligible to participate in the 
plan between 30 and 90 days before the beginning of the plan year.  For new hires, the 
timing requirement is deemed satisfied if the notice is given by the employee’s date of 
eligibility to participate in the plan (but not earlier than 90 days before the employee’s 
eligibility date). 

Plans with a Qualified Automatic Contribution Arrangement raise unique challenges in 
satisfying timely notice requirements to newly hired employees, especially when a plan 
allows for immediate eligibility.   Under current regulations, the effective date of the default 
election under the QACA may not be later than the pay date for the second payroll 
period that begins after the date the notice is provided, or, if earlier, the first pay date that 
occurs at least 30 days after the notice is provided. 

The ACP Test Safe Harbor 
To qualify as a safe harbor §401(k) plan, the ADP test safe harbor must always be satisfied 
and, thus, is exempt from the ADP test.  Remember, the ADP test is not applicable to a 
§403(b) plan.  Satisfaction of the ACP test safe harbor is conditioned upon the satisfaction 
of specific rules relating to the plan’s matching contributions. 

In order for a plan to eliminate the ACP test requirement for a plan year, the following 
conditions must be met: 

 Matching contributions cannot be made for employee after-tax or salary deferral 
contributions in excess of 6% of compensation, 

 The match rate may not increase as the rate of deferral increases, 
 The rate of match for the highly compensated employees may not be greater than 

any rate for the nonhighly compensated employees, 
 The plan must meet the ADP safe harbor provisions, and 
 Discretionary matching contributions in excess of the safe harbor matching 

contribution may not exceed 4% of the participant’s compensation. 



 

 

Note the distinction for ACP testing purposes between after-tax contributions and 
the match on after-tax contributions.  The match attributable to after-tax 

contributions may be exempt from ACP testing, providing the ACP safe harbor 
criteria described above is satisfied.  However, the after-tax contribution itself is 

always subject to ACP testing. 

 

Midyear amendments to a safe harbor plan 
The rules for making mid-year changes to safe harbor plans and safe harbor notices were 
substantially modified in early 2016 when the IRS issued Notice 2016-16 which provides that 
a mid-year change either to a safe harbor plan, or to a plan’s safe harbor notice, does not 
violate the safe harbor rules merely because it is a mid-year change.  This change is 
predicated on the conditions that an applicable notice and election opportunity is 
provided to participants and that the change is not a prohibited change, as defined by 
the IRS.  The notice is effective for mid-year changes made on or after January 29, 2016. 

Mid-year changes that would reduce or suspend safe harbor contributions are generally 
not permitted, unless a specific exception applies under pre-existing regulations.  
Summarized below are the notice conditions and election opportunity conditions that must 
be satisfied before making a mid-year change to a safe harbor plan.3  Also provided is a 
listing of prohibited mid-year changes, as defined under Notice 2016-16 and other relevant 
considerations. 

Notice conditions 
An updated safe harbor notice that describes the mid-year change and its effective date 
must be provided within a reasonable period before the effective date of the change.  
What is considered a reasonable period is determined under all the relevant facts and 
circumstances, but this timing requirement is deemed to be satisfied if the updated safe 
harbor notice is provided at least 30 days (and not more than 90 days) before the effective 
date of the change.  If it is not practicable for the updated safe harbor notice to be 
provided before the effective date of the change (for example, in the case of a mid-year 
change to increase matching contributions retroactively for the entire plan year), the 
notice is treated as provided timely if it is provided as soon as practicable, but no later than 
30 days after the date the change is adopted.  If the required information about the mid-
year change and its effective date was provided with the pre-plan year annual safe 
harbor notice, an updated safe harbor notice is not required. 

 
3 Notice conditions and election opportunity conditions are conceptually distinct from safe harbor notice content.  

In a situation involving a midyear amendment, a revised safe harbor notice would only be required if such 
amendment changes any of the safe harbor notice content that was previously disclosed to participants.    



 

 

Election opportunity conditions 
Each employee required to be provided an updated safe harbor notice must be given a 
reasonable opportunity (including a reasonable period after receipt of the updated 
notice) before the effective date of the mid-year change to change the employee’s cash 
or deferred election (and/or any after-tax employee contribution election).  For this 
purpose, a 30-day election period is deemed to be a reasonable period. 

If it is not practicable for the election opportunity to be provided before the effective date 
of the change (for example, in the case of a mid-year change to increase matching 
contributions retroactively for the entire plan year), an employee is treated as having a 
reasonable opportunity to make or change an election if the election opportunity begins 
as soon as practicable after the date the notice is provided to the employee, but not later 
than 30 days after the date the change is adopted. 

Prohibited mid-year changes 
The IRS defines four changes that are prohibited mid-year changes. 

 A mid-year change to increase the number of years of service required for an 
employee to have a nonforfeitable right to the employee’s account balance 
attributable to safe harbor contributions under a QACA. 

 A mid-year change to reduce the number, or otherwise narrow the group, of 
employees eligible to receive safe harbor contributions.4 

 A mid-year change to the type of safe harbor plan. 
 A mid-year change:5 

- to modify (or add) a formula used to determine matching contributions (or the 
definition of compensation used to determine matching contributions) if the 
change increases the amount of matching contributions, or 

- to permit discretionary matching contributions. 

 

 

 

 

 
4 This prohibition does not apply to an otherwise permissible change under eligibility service crediting rules or entry 

date rules made with respect to employees who are not already eligible (as of the date the change is either 
made effective or is adopted) to receive safe harbor contributions under the plan. 

5 This prohibition does not apply if at least three months prior to the end of the plan year the change is adopted and 
the updated safe harbor notice and election opportunity are provided, and if the change is made retroactively 
effective for the entire plan year.  See also "Electing a safe harbor design mid-year" below. 



 

 

Mid-year reductions or suspensions to safe harbor plans as authorized under the 
CARES Act due to the COVID-19 pandemic are not addressed in this guide.  Plans 

electing to take advantage of the temporary relief allowing for reduction or 
suspension of safe harbor contributions due to the pandemic were required to 
amend no later than August 31, 2020.  Employers who eliminated safe harbor 

contributions in accordance with CARES may re-activate safe harbor status mid-
year only if making a nonelective safe harbor contribution as described in this 

guide.  Contact your MassMutual representative for any questions you may have 
regarding COVID-19 relief. 

Other factors 
The following mid-year changes are not covered under the allowable mid-year changes 
to safe harbor plans and safe harbor notices as described under IRS Notice 2016-16.  Such 
changes would violate the requirements of Treasury Regulations §§1.401(k) and 1.401(m), 
unless the applicable regulatory conditions corresponding to each specified change are 
satisfied:6 

 adoption of a short plan year or any change to the plan year; 
 adoption of safe harbor plan status on or after the beginning of the plan year; and 
 reduction or suspension of safe harbor contributions or changes from safe harbor plan 

status to non-safe harbor plan status. 
Other applicable law also may affect the permissibility of mid-year changes, including, for 
example anti-cutback restrictions, nondiscrimination restrictions, and anti-abuse provisions. 

Other Important Considerations 
While not an all-inclusive list, below is a summary of some practical considerations relevant 
to sponsoring a safe harbor plan. 

Top-heavy exclusion 
If a plan consists of only participant contributions and a safe harbor employer contribution 
(nonelective or match), the plan is deemed to have satisfied the top-heavy minimum 

 
6 The safe harbor plan regulations set out several exceptions to the requirement that plan provisions be adopted 

before the first day of the plan year and continue for an entire 12-month plan year.  While the below listed 
changes are not addressed under IRS Notice 2016-16, there are certain exceptions available under already 
existing Treasury regulations.  Adoption of safe harbor plan status on or after the beginning of the plan year is 
permitted only as described in §§1.401(k)-3(f) and 1.401(m)-3(g) and a mid-year change to reduce or suspend 
safe harbor contributions is permitted only as described in §§1.401(k)-3(g) and 1.401(m)-3(h).  In addition, 
exceptions to the prohibition against mid-year amendments may be provided in guidance of general applicability 
published in the Internal Revenue Bulletin. 



 

 

requirement.  IRS regulations clarify this special “deemed” not top-heavy rule and provides 
some specific examples: 

 Safe harbor status is determined on a plan year basis, thus, if there are no other 
contributions made during the plan year (except for the deferrals and the safe harbor 
contribution), then the plan is deemed not top-heavy for that year. 

 If the plan provides for a discretionary profit-sharing contribution (in addition to 
deferrals and the safe harbor contribution), but does not fund it for that year, the plan 
will be exempt from the top-heavy rules for that year. 

 If forfeitures are reallocated during the plan year (e.g., as an employer profit sharing 
contribution), then the plan is not exempt from the top-heavy rules (but, if forfeitures 
are used to offset the safe harbor contribution, then the plan remains exempt from 
the top heavy rules).  

 If the plan provides for a different eligibility for salary deferral purposes than the safe 
harbor contribution, the plan is not exempt from the top-heavy rules. 

Definition of compensation 
Generally, the same compensation definitions are used for safe harbor 401(k) plans as with 
traditional qualified plans.  A uniform definition of compensation must be used for 
determining safe harbor contributions for all plan participants.  An employer may elect to 
limit compensation to the portion of the plan year in which a participant is eligible to 
participate in the plan. 

As with other plans, an employer may also limit the types of compensation participants 
defer under a safe harbor plan, as long as the definition of compensation is reasonable, in 
accordance with IRC §414(s), and participants are permitted to defer enough 
compensation to take advantage of the safe harbor matching contribution, if applicable. 

Deadline for making the ADP safe harbor contribution 
The employer must make the ADP safe harbor contribution within 12 months after the close 
of the plan year.  However, for federal income tax deductibility purposes, the employer 
may want to make the contribution before the employer’s federal income tax filing 
deadline (with extensions).  If the safe harbor match is made using the payroll period 
method, the employer must contribute the match made during a plan year quarter no 
later than the last day of the next quarter. 

Hardship withdrawal relief 
Pursuant to passage of the Bipartisan Budget Act of 2018 (BBA), certain hardship 
withdrawal rules were relaxed for plan years beginning on or after January 1, 2019.   
Subject to plan terms, participants may now receive hardship distributions of contributions 
and earnings comprised of elective deferrals, matching contributions and employer 
contributions.  This includes the availability of withdrawal from safe harbor contribution 



 

 

sources as well as from other qualified nonelective contributions (QNECs) and qualified 
matching contributions (QMACs). 

While generally available to §§401(k) and 403(b) plans, hardship relief under the BBA does 
not appear to extend to safe harbor contributions, QNECs and QMACs in a §403(b)(7) 
custodial account. 

Funding safe harbor contributions with forfeitures 
Under the regulatory changes proposed in 2017, and finalized in 2018, employers may now 
use forfeitures to fund QNECs, QMACs and safe harbor contributions, providing the plan 
document does not prohibit the use of forfeiture money for this purpose. 

Accrual requirements not permitted 
Accrual requirements, otherwise known as allocation conditions, cannot be imposed upon 
the safe harbor contribution.  Not to be confused with eligibility requirements, an accrual 
requirement may be imposed each year to a non-safe harbor contribution source for 
determining whether a plan participant is eligible to share in an employer allocation for 
that year.  Examples of an accrual requirement include (1) requiring a participant be 
actively employed on the last day of the plan year, or (2) requiring a participant to work a 
certain number of hours during the plan year to be eligible for the contribution. 

The SECURE Act's impact on safe harbor design 
In this guide we include an overview of the changes to safe harbor plan design made by 
the SECURE Act which was signed into law on December 20, 2019 and, for safe harbor 
purposes, is generally effective for plan years beginning after December 31, 2019.  These 
changes include: 

 Increasing the 10% cap for a qualified automatic contribution arrangement safe 
harbor after the 1st plan year, and 

 Rules relating to election of safe harbor 401(k) status. 

Additional IRS regulatory guidance for Secure Act Safe Harbor design changes are 
expected in the future.  Until such time, plan fiduciaries should comply in good faith with 
the legislative requirements.    

Next Steps 
If you have questions about the information in this white paper, or are wondering what your 
‘next steps’ might be with respect to safe harbor plan design, please contact your 
MassMutual Representative. 

 



 

 

The information provided is not written or intended as specific tax or legal advice.  
MassMutual, its subsidiaries, employees and representatives are not authorized to 

give tax or legal advice.  Individuals are encouraged to seek advice from their own 
tax or legal counsel.  The information provided here is current as of November 1, 
2020, is provided for information purposes only and is subject to change at any 

time



 

 

FOR PLAN SPONSOR USE ONLY.  

© 2020 Massachusetts Mutual Life Insurance Company (MassMutual®), Springfield, MA 01111-0001. All rights 
reserved. www.MassMutual.com. 
RS4153b 917          C:RS-46788-01 Exp: 12/01/2022 

 




