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2014 Retirement Contribution Limits

Limit 2013 2014

Elective Deferral Limit 401(k), 403(b), SARSEP IRC.  
Sec 402(g)(1)

$17,500 $17,500

Age 50+ Catch-up Limit for 401(k), 403(b), 457 $5,500 $5,500

Maximum Contribution Limit for Defined Contribution Plans 
IRC Sec. 415(c)(1)(A)

$51,000 $52,000

Maximum Annual Benefit Limit for Defined Benefit  
Plans IRC Sec. 415(b)(1)(A)

$205,000 $210,000

Elective Deferral Limit for 457 Plans IRC Sec. 457(e)(15)(A) $17,500 $17,500

Maximum Elective Deferral Limit SIMPLE IRA IRC Sec.  
408(p)(2)(E)(i)

$12,000 $12,000

Age 50+ Catch-up Limit for SIMPLE IRAs $2,500 $2,500

Roth and Traditional IRA Limits IRC Sec. 219(b)(5)(A) $5,500 $5,500

Age 50+ Catch-up Limit for IRAs $1,000 $1,000

Annual Compensation Limit IRC Sec. 401(a)(17) $255,000 $260,000

SIMPLE IRA Minimum Compensation Limit IRC Sec.  
408(p)(4)(A)(i)

$5,500 $5,500

SEP Minimum Compensation Limit IRC Sec. 408(k)(2)(C) $550 $550

Highly Compensated Employee Compensation IRC Sec.  
414(q)(1)(B)(i)

$115,000* $115,000*

Key Employee Officer Compensation IRC Sec. 416(i)(1)(A)(i) $165,000 $170,000

Social Security Taxable Wage Base $113,700 $117,000

*  In 2014, employees would be considered a HCE if their compensation in 2013 exceeded $115,000. 

This chart is for general information purposes only and is not intended to provide tax advice. You should contact 
your tax advisor before investing



Retirement plan comparison chart
The following chart briefly summarizes the different types of Retirement Plans available. The rules governing 
these plans are complex and subject to many exceptions; therefore, you should consult a tax advisor before 

Plan

Individual Plans (IRA) Defined Contribution Plans Defined Benefit Plans

Combination PlanSEP-IRA SIMPLE IRA Traditional 401(k) Safe Harbor 401(k) Safe Harbor 401(k) QACA* Profit Sharing New Comparability Cash Balance Traditional Defined Benefit

Business Size Any size business. 1 to 100 employees. Any size business. Any size business. Any size business. Any size business. Any size business. Any size business. Any size business. Any size business.

Eligibility1 Employees with 3 years of service in  
the past 5 years (including part-time),  
age 21, and earning more than $550.

Employees earning $5,000 or more in  
any of the past 2 years and current year.

Generally, age 21 and over with 1 year  
of service (1,000 hours).

Generally, age 21 and over with  
1 year of service (1,000 hours).

Generally, age 21 and over with 1 year 
of service (1,000 hours).

Generally, age 21 and  
over with 1 year of  
service (1,000 hours).

Generally, age 21 and over with 1 year 
of service (1,000 hours).

Generally, age 21 and over with 1 year of  
service (1,000 hours).

Generally, age 21 and over with 1 year  
of service (1,000 hours).

Generally, age 21 and over with 1 year of  
service (1,000 hours).

Limits on 
Employee  
Contributions

None. Permitted in SARSEPs established 
prior to 1997; SARSEPs have been 
replaced by SIMPLE IRAs.

In 2014, the lesser of 100% of 
compensation3 or $12,000; plus an 
additional catch-up contribution for 
those age 50 or older of $2,500. Only 
pre-tax contributions are allowed.

In 2014, the lesser of 100% of 
compensation3 or $17,500; plus an 
additional catch-up contribution for 
those age 50 or older of $5,500.4 Each 
participant may elect to make pre-tax, 
after-tax and Roth 401(k) deferrals. 

In 2014, the lesser of 100% of 
compensation3 or $17,500; plus an 
additional catch-up contribution for 
those age 50 or older of $5,500. Each 
participant may elect to make pre-tax, 
after-tax and Roth 401(k) deferrals.

In 2014, the lesser of 100% of 
compensation3 or $17,500; plus an 
additional catch-up contribution for 
those age 50 or older of $5,500. Each 
participant may elect to make pre-tax, 
after-tax and Roth 401(k) deferrals.

Generally, none. Generally, none. None. None. May include a 401(k) cash and deferral  
feature using a traditional design or one of  
the Safe Harbors. 

Limits on 
Employer  
Contributions2 

Employer determines whether and  
how much to contribute annually, up  
to the lesser of 25% of compensation3  
or $52,000.

Either:
1.  Match of 100% of employee 

contributions up to 3% of compensation 
(with advance notice to employees can 
be reduced 2 out of 5 years to 1–3%). 

2.  Non-elective contribution of 2% of 
compensation3 to all eligible employees.

Optional matching contributions or  
end-of-year discretionary contribution up 
to the lesser of 100% of compensation3 
or $52,000. Employer deduction for the 
discretionary contribution is limited to 
25% of aggregate compensation.3

Required Safe Harbor contribution  
of either:
1.  Match of 100% of the first 3% of 

employee contributions plus 50%  
of the next 2%.3

2.  Non-elective contribution of 3% 
of compensation3 to all eligible 
employees.

Required Safe Harbor contribution  
of either:
1.  Match of 100% of the first 1% of 

employee contributions plus 50% of 
the next 5%.3 

2.  Non-elective contribution of 3% 
of compensation3 to all eligible 
employees.

Discretionary contributions 
up to the lesser of 100%  
of compensation3 or 
$52,000. Employer may 
deduct up to 25% of 
aggregate compensation. .3.

Generally, the Plan will be structured to 
provide non-discriminatory allocations to 
selected groups of employees such that 
the bottom group receives at least 5% of 
pay or at least 1/3 the rate of the highest 
group if less. 

Employer deduction for the discretionary 
contribution is limited to 25% of 
aggregate compensation.3

Contributions are determined by an actuary and 
are based on the plan’s cash balance obligation, 
required funding rules, actual investment and 
actuarial experience such as pay increases, 
turnover, anticipated mortality, etc. Generally, 
the cash balance crediting formula is limited to 
providing a projected lump-sum benefit that  
does not exceed 100% of average pay limited  
to $210,000 if converted to an annuity. 

Contributions are determined by an actuary and 
are based on the plan’s benefit formula, required 
funding rules and assumptions made with respect 
to covered employees such as pay increases, 
turnover, anticipated mortality, investment return, 
etc. Generally, benefits are limited to 100% of 
average pay over a certain number of years or 
$210,000, whichever is less.

May pair a defined benefit or cash balance plan 
with any defined contribution plan. If the Plan is 
covered by the PBGC, there are no additional 
limits other than those noted for each plan type. 
However, for plans not covered by the PBGC, 
the total employer contribution will be limited to 
either 31% of the aggregate compensation3 or the 
required funding for the cash balance or defined 
benefit plan plus no more than 6% of aggregate 
compensation3 in the 401(k) or other defined 
contribution plan. 

Maximum 
Vesting  
Requirements 
for  
Employer 
Contributions

100% vested immediately. 100% vested immediately. Graded vesting up to 6 years or cliff 
vesting up to 3 years.

Safe Harbor contribution: 100% vested 
immediately. Employer contributions: 
graded vesting up to 6 years or cliff 
vesting up to 3 years. 

Safe Harbor contribution cliff vesting up 
to 2 years with automatic enrollment 
of at least 3% of compensation3 with 
annual deferral escalations to at least 6% 
of compensation.3 Additional employer 
contributions may have graded vesting 
up to 6 years or cliff vesting up to 3 
years.

Graded vesting up to 6 years 
or cliff vesting up to 3 years.

Graded vesting up to 6 years or cliff 
vesting up to 3 years.

Must be fully vested within 3 years. Graded vesting up to 7 years or cliff vesting up  
to 5 years.

Each plan may use a suitable vesting schedule; 
please refer to the paired plan types for  
additional information.

Non-Discrimi-
nation Testing

None. None. Must be performed annually.4 None if all employees are covered. None if all employees are covered. May be required. Generally required. Yes. Yes. Yes.

Form 5500 None. None. Required. Required. Required. Required. Required. Required. Required. Required.

Employee 
Loans 
Permitted

No. No. At employer’s discretion. At employer’s discretion. At employer’s discretion. At employer’s discretion. At employer’s discretion. Not typically offered. Not typically offered. See each paired plan type.

May Be Best 
for:

Self-employed and small, closely  
held businesses looking for a simple  
plan to administer with flexible 
contribution options.

Businesses seeking an easy-to-administer 
plan that permits salary deferrals. 
Employers not permitted to have  
another qualified retirement plan.

Businesses seeking plan design flexibility 
who want to have all or a portion of  
the cost of retirement contributions  
paid by employees. 

Businesses that are already making 
matching contributions to their  
existing 401(k) or the top heavy 
minimum contribution. Companies  
with highly compensated employees 
who want to make the greatest 
employee contribution.

Businesses that want high employee 
participation, lower employer benefit 
costs, vesting schedule for all employer 
contributions and that have highly 
compensated employees who  
want to make the greatest  
employee contribution.

Businesses seeking flexible 
annual contributions and 
profit-sharing incentives to 
employees. Can be paired 
with a 401(k) plan.

Businesses seeking to allocate plan 
contributions according to employee 
classification groups. Generally 
provides favorable results when the 
average age of those in the favored 
group is at least 5 years greater than 
the average age of those in the non-
favored group. Can be paired with  
a 401(k) plan.

Businesses that can commit to making larger 
contributions to select groups of employees 
while providing easy-to-understand, uniform 
allocations to other groups that typically have 
a lower cost than a traditional defined benefit 
plan. These plans are often paired with a  
401(k) plan.

Businesses looking to make larger contributions 
on behalf of the owner than they are permitted 
to make in a defined contribution plan. In an “up” 
market, employer contributions are reduced.  
Can be paired with a 401(k) plan.

Businesses that currently sponsor a 401(k) 
or profit sharing plan and can commit to 
making larger contributions to select groups of 
employees while providing easy-to-understand, 
uniform allocations to other groups that typically 
have a lower cost than a traditional defined 
benefit plan.

Establish  
by Date

Tax filing date (plus valid extensions). October 1st and 60-day notice 
requirements must be met.

Before any employee contributions  
are made.

Safe Harbor feature must be established 
3 months before end of business’s fiscal 
year; 10/1 for calendar year.

3 months before end of business’s 
fiscal year; 10/1 for calendar year.

Last day of business’s  
fiscal year.

Last day of business’s fiscal year. Last day of business’s fiscal year. Last day of business’s fiscal year. See individual plan type.

1.  Other than SEP-IRA and SIMPLE IRA plans, groups of these employees may be excluded from eligibility based on classification other than age or 
service. Also, eligibility criteria can be more liberal than those described in this row.

2. If the plan is top heavy, special contributions may apply.

3. For purposes of calculating limits on contributions and deductions, individual compensation is limited to $260,000.



Retirement plan comparison chart
The following chart briefly summarizes the different types of Retirement Plans available. The rules governing 
these plans are complex and subject to many exceptions; therefore, you should consult a tax advisor before 

adopting any retirement plan. All dollar limits are for 2014 and, if not otherwise noted, such limits may be 
increased in future years to reflect cost of living changes.

Plan

Individual Plans (IRA) Defined Contribution Plans Defined Benefit Plans

Combination PlanSEP-IRA SIMPLE IRA Traditional 401(k) Safe Harbor 401(k) Safe Harbor 401(k) QACA* Profit Sharing New Comparability Cash Balance Traditional Defined Benefit

Business Size Any size business. 1 to 100 employees. Any size business. Any size business. Any size business. Any size business. Any size business. Any size business. Any size business. Any size business.

Eligibility1 Employees with 3 years of service in  
the past 5 years (including part-time),  
age 21, and earning more than $550.

Employees earning $5,000 or more in  
any of the past 2 years and current year.

Generally, age 21 and over with 1 year  
of service (1,000 hours).

Generally, age 21 and over with  
1 year of service (1,000 hours).

Generally, age 21 and over with 1 year 
of service (1,000 hours).

Generally, age 21 and  
over with 1 year of  
service (1,000 hours).

Generally, age 21 and over with 1 year 
of service (1,000 hours).

Generally, age 21 and over with 1 year of  
service (1,000 hours).

Generally, age 21 and over with 1 year  
of service (1,000 hours).

Generally, age 21 and over with 1 year of  
service (1,000 hours).

Limits on 
Employee  
Contributions

None. Permitted in SARSEPs established 
prior to 1997; SARSEPs have been 
replaced by SIMPLE IRAs.

In 2014, the lesser of 100% of 
compensation3 or $12,000; plus an 
additional catch-up contribution for 
those age 50 or older of $2,500. Only 
pre-tax contributions are allowed.

In 2014, the lesser of 100% of 
compensation3 or $17,500; plus an 
additional catch-up contribution for 
those age 50 or older of $5,500.4 Each 
participant may elect to make pre-tax, 
after-tax and Roth 401(k) deferrals. 

In 2014, the lesser of 100% of 
compensation3 or $17,500; plus an 
additional catch-up contribution for 
those age 50 or older of $5,500. Each 
participant may elect to make pre-tax, 
after-tax and Roth 401(k) deferrals.

In 2014, the lesser of 100% of 
compensation3 or $17,500; plus an 
additional catch-up contribution for 
those age 50 or older of $5,500. Each 
participant may elect to make pre-tax, 
after-tax and Roth 401(k) deferrals.

Generally, none. Generally, none. None. None. May include a 401(k) cash and deferral  
feature using a traditional design or one of  
the Safe Harbors. 

Limits on 
Employer  
Contributions2 

Employer determines whether and  
how much to contribute annually, up  
to the lesser of 25% of compensation3  
or $52,000.

Either:
1.  Match of 100% of employee 

contributions up to 3% of compensation 
(with advance notice to employees can 
be reduced 2 out of 5 years to 1–3%). 

2.  Non-elective contribution of 2% of 
compensation3 to all eligible employees.

Optional matching contributions or  
end-of-year discretionary contribution up 
to the lesser of 100% of compensation3 
or $52,000. Employer deduction for the 
discretionary contribution is limited to 
25% of aggregate compensation.3

Required Safe Harbor contribution  
of either:
1.  Match of 100% of the first 3% of 

employee contributions plus 50%  
of the next 2%.3

2.  Non-elective contribution of 3% 
of compensation3 to all eligible 
employees.

Required Safe Harbor contribution  
of either:
1.  Match of 100% of the first 1% of 

employee contributions plus 50% of 
the next 5%.3 

2.  Non-elective contribution of 3% 
of compensation3 to all eligible 
employees.

Discretionary contributions 
up to the lesser of 100%  
of compensation3 or 
$52,000. Employer may 
deduct up to 25% of 
aggregate compensation. .3.

Generally, the Plan will be structured to 
provide non-discriminatory allocations to 
selected groups of employees such that 
the bottom group receives at least 5% of 
pay or at least 1/3 the rate of the highest 
group if less. 

Employer deduction for the discretionary 
contribution is limited to 25% of 
aggregate compensation.3

Contributions are determined by an actuary and 
are based on the plan’s cash balance obligation, 
required funding rules, actual investment and 
actuarial experience such as pay increases, 
turnover, anticipated mortality, etc. Generally, 
the cash balance crediting formula is limited to 
providing a projected lump-sum benefit that  
does not exceed 100% of average pay limited  
to $210,000 if converted to an annuity. 

Contributions are determined by an actuary and 
are based on the plan’s benefit formula, required 
funding rules and assumptions made with respect 
to covered employees such as pay increases, 
turnover, anticipated mortality, investment return, 
etc. Generally, benefits are limited to 100% of 
average pay over a certain number of years or 
$210,000, whichever is less.

May pair a defined benefit or cash balance plan 
with any defined contribution plan. If the Plan is 
covered by the PBGC, there are no additional 
limits other than those noted for each plan type. 
However, for plans not covered by the PBGC, 
the total employer contribution will be limited to 
either 31% of the aggregate compensation3 or the 
required funding for the cash balance or defined 
benefit plan plus no more than 6% of aggregate 
compensation3 in the 401(k) or other defined 
contribution plan. 

Maximum 
Vesting  
Requirements 
for  
Employer 
Contributions

100% vested immediately. 100% vested immediately. Graded vesting up to 6 years or cliff 
vesting up to 3 years.

Safe Harbor contribution: 100% vested 
immediately. Employer contributions: 
graded vesting up to 6 years or cliff 
vesting up to 3 years. 

Safe Harbor contribution cliff vesting up 
to 2 years with automatic enrollment 
of at least 3% of compensation3 with 
annual deferral escalations to at least 6% 
of compensation.3 Additional employer 
contributions may have graded vesting 
up to 6 years or cliff vesting up to 3 
years.

Graded vesting up to 6 years 
or cliff vesting up to 3 years.

Graded vesting up to 6 years or cliff 
vesting up to 3 years.

Must be fully vested within 3 years. Graded vesting up to 7 years or cliff vesting up  
to 5 years.

Each plan may use a suitable vesting schedule; 
please refer to the paired plan types for  
additional information.

Non-Discrimi-
nation Testing

None. None. Must be performed annually.4 None if all employees are covered. None if all employees are covered. May be required. Generally required. Yes. Yes. Yes.

Form 5500 None. None. Required. Required. Required. Required. Required. Required. Required. Required.

Employee 
Loans 
Permitted

No. No. At employer’s discretion. At employer’s discretion. At employer’s discretion. At employer’s discretion. At employer’s discretion. Not typically offered. Not typically offered. See each paired plan type.

May Be Best 
for:

Self-employed and small, closely  
held businesses looking for a simple  
plan to administer with flexible 
contribution options.

Businesses seeking an easy-to-administer 
plan that permits salary deferrals. 
Employers not permitted to have  
another qualified retirement plan.

Businesses seeking plan design flexibility 
who want to have all or a portion of  
the cost of retirement contributions  
paid by employees. 

Businesses that are already making 
matching contributions to their  
existing 401(k) or the top heavy 
minimum contribution. Companies  
with highly compensated employees 
who want to make the greatest 
employee contribution.

Businesses that want high employee 
participation, lower employer benefit 
costs, vesting schedule for all employer 
contributions and that have highly 
compensated employees who  
want to make the greatest  
employee contribution.

Businesses seeking flexible 
annual contributions and 
profit-sharing incentives to 
employees. Can be paired 
with a 401(k) plan.

Businesses seeking to allocate plan 
contributions according to employee 
classification groups. Generally 
provides favorable results when the 
average age of those in the favored 
group is at least 5 years greater than 
the average age of those in the non-
favored group. Can be paired with  
a 401(k) plan.

Businesses that can commit to making larger 
contributions to select groups of employees 
while providing easy-to-understand, uniform 
allocations to other groups that typically have 
a lower cost than a traditional defined benefit 
plan. These plans are often paired with a  
401(k) plan.

Businesses looking to make larger contributions 
on behalf of the owner than they are permitted 
to make in a defined contribution plan. In an “up” 
market, employer contributions are reduced.  
Can be paired with a 401(k) plan.

Businesses that currently sponsor a 401(k) 
or profit sharing plan and can commit to 
making larger contributions to select groups of 
employees while providing easy-to-understand, 
uniform allocations to other groups that typically 
have a lower cost than a traditional defined 
benefit plan.

Establish  
by Date

Tax filing date (plus valid extensions). October 1st and 60-day notice 
requirements must be met.

Before any employee contributions  
are made.

Safe Harbor feature must be established 
3 months before end of business’s fiscal 
year; 10/1 for calendar year.

3 months before end of business’s 
fiscal year; 10/1 for calendar year.

Last day of business’s  
fiscal year.

Last day of business’s fiscal year. Last day of business’s fiscal year. Last day of business’s fiscal year. See individual plan type.

1.  Other than SEP-IRA and SIMPLE IRA plans, groups of these employees may be excluded from eligibility based on classification other than age or 
service. Also, eligibility criteria can be more liberal than those described in this row.

2. If the plan is top heavy, special contributions may apply.

3. For purposes of calculating limits on contributions and deductions, individual compensation is limited to $260,000.

4.  Highly compensated employees in a Traditional 401(k) plan may be limited to a reduced employee contribution amount subject to the results of 
discrimination testing performed each year.

* Qualified Automatic Contribution Arrangements

This chart is provided for general informational purposes only and is not tax advice. 
Please consult your tax advisor for information that is specific to your situation.



Plan

Individual Plans (IRA) Defined Contribution Plans Defined Benefit Plans

Combination PlanSEP-IRA SIMPLE IRA Traditional 401(k) Safe Harbor 401(k) Safe Harbor 401(k) QACA* Profit Sharing New Comparability Cash Balance Traditional Defined Benefit

Business Size Any size business. 1 to 100 employees. Any size business. Any size business. Any size business. Any size business. Any size business. Any size business. Any size business. Any size business.

Eligibility1 Employees with 3 years of service in  
the past 5 years (including part-time),  
age 21, and earning more than $550.

Employees earning $5,000 or more in  
any of the past 2 years and current year.

Generally, age 21 and over with 1 year  
of service (1,000 hours).

Generally, age 21 and over with  
1 year of service (1,000 hours).

Generally, age 21 and over with 1 year 
of service (1,000 hours).

Generally, age 21 and  
over with 1 year of  
service (1,000 hours).

Generally, age 21 and over with 1 year 
of service (1,000 hours).

Generally, age 21 and over with 1 year of  
service (1,000 hours).

Generally, age 21 and over with 1 year  
of service (1,000 hours).

Generally, age 21 and over with 1 year of  
service (1,000 hours).

Limits on 
Employee  
Contributions

None. Permitted in SARSEPs established 
prior to 1997; SARSEPs have been 
replaced by SIMPLE IRAs.

In 2014, the lesser of 100% of 
compensation3 or $12,000; plus an 
additional catch-up contribution for 
those age 50 or older of $2,500. Only 
pre-tax contributions are allowed.

In 2014, the lesser of 100% of 
compensation3 or $17,500; plus an 
additional catch-up contribution for 
those age 50 or older of $5,500.4 Each 
participant may elect to make pre-tax, 
after-tax and Roth 401(k) deferrals. 

In 2014, the lesser of 100% of 
compensation3 or $17,500; plus an 
additional catch-up contribution for 
those age 50 or older of $5,500. Each 
participant may elect to make pre-tax, 
after-tax and Roth 401(k) deferrals.

In 2014, the lesser of 100% of 
compensation3 or $17,500; plus an 
additional catch-up contribution for 
those age 50 or older of $5,500. Each 
participant may elect to make pre-tax, 
after-tax and Roth 401(k) deferrals.

Generally, none. Generally, none. None. None. May include a 401(k) cash and deferral  
feature using a traditional design or one of  
the Safe Harbors. 

Limits on 
Employer  
Contributions2 

Employer determines whether and  
how much to contribute annually, up  
to the lesser of 25% of compensation3  
or $52,000.

Either:
1.  Match of 100% of employee 

contributions up to 3% of compensation 
(with advance notice to employees can 
be reduced 2 out of 5 years to 1–3%). 

2.  Non-elective contribution of 2% of 
compensation3 to all eligible employees.

Optional matching contributions or  
end-of-year discretionary contribution up 
to the lesser of 100% of compensation3 
or $52,000. Employer deduction for the 
discretionary contribution is limited to 
25% of aggregate compensation.3

Required Safe Harbor contribution  
of either:
1.  Match of 100% of the first 3% of 

employee contributions plus 50%  
of the next 2%.3

2.  Non-elective contribution of 3% 
of compensation3 to all eligible 
employees.

Required Safe Harbor contribution  
of either:
1.  Match of 100% of the first 1% of 

employee contributions plus 50% of 
the next 5%.3 

2.  Non-elective contribution of 3% 
of compensation3 to all eligible 
employees.

Discretionary contributions 
up to the lesser of 100%  
of compensation3 or 
$52,000. Employer may 
deduct up to 25% of 
aggregate compensation. .3.

Generally, the Plan will be structured to 
provide non-discriminatory allocations to 
selected groups of employees such that 
the bottom group receives at least 5% of 
pay or at least 1/3 the rate of the highest 
group if less. 

Employer deduction for the discretionary 
contribution is limited to 25% of 
aggregate compensation.3

Contributions are determined by an actuary and 
are based on the plan’s cash balance obligation, 
required funding rules, actual investment and 
actuarial experience such as pay increases, 
turnover, anticipated mortality, etc. Generally, 
the cash balance crediting formula is limited to 
providing a projected lump-sum benefit that  
does not exceed 100% of average pay limited  
to $210,000 if converted to an annuity. 

Contributions are determined by an actuary and 
are based on the plan’s benefit formula, required 
funding rules and assumptions made with respect 
to covered employees such as pay increases, 
turnover, anticipated mortality, investment return, 
etc. Generally, benefits are limited to 100% of 
average pay over a certain number of years or 
$210,000, whichever is less.

May pair a defined benefit or cash balance plan 
with any defined contribution plan. If the Plan is 
covered by the PBGC, there are no additional 
limits other than those noted for each plan type. 
However, for plans not covered by the PBGC, 
the total employer contribution will be limited to 
either 31% of the aggregate compensation3 or the 
required funding for the cash balance or defined 
benefit plan plus no more than 6% of aggregate 
compensation3 in the 401(k) or other defined 
contribution plan. 

Maximum 
Vesting  
Requirements 
for  
Employer 
Contributions

100% vested immediately. 100% vested immediately. Graded vesting up to 6 years or cliff 
vesting up to 3 years.

Safe Harbor contribution: 100% vested 
immediately. Employer contributions: 
graded vesting up to 6 years or cliff 
vesting up to 3 years. 

Safe Harbor contribution cliff vesting up 
to 2 years with automatic enrollment 
of at least 3% of compensation3 with 
annual deferral escalations to at least 6% 
of compensation.3 Additional employer 
contributions may have graded vesting 
up to 6 years or cliff vesting up to 3 
years.

Graded vesting up to 6 years 
or cliff vesting up to 3 years.

Graded vesting up to 6 years or cliff 
vesting up to 3 years.

Must be fully vested within 3 years. Graded vesting up to 7 years or cliff vesting up  
to 5 years.

Each plan may use a suitable vesting schedule; 
please refer to the paired plan types for  
additional information.

Non-Discrimi-
nation Testing

None. None. Must be performed annually.4 None if all employees are covered. None if all employees are covered. May be required. Generally required. Yes. Yes. Yes.

Form 5500 None. None. Required. Required. Required. Required. Required. Required. Required. Required.

Employee 
Loans 
Permitted

No. No. At employer’s discretion. At employer’s discretion. At employer’s discretion. At employer’s discretion. At employer’s discretion. Not typically offered. Not typically offered. See each paired plan type.

May Be Best 
for:

Self-employed and small, closely  
held businesses looking for a simple  
plan to administer with flexible 
contribution options.

Businesses seeking an easy-to-administer 
plan that permits salary deferrals. 
Employers not permitted to have  
another qualified retirement plan.

Businesses seeking plan design flexibility 
who want to have all or a portion of  
the cost of retirement contributions  
paid by employees. 

Businesses that are already making 
matching contributions to their  
existing 401(k) or the top heavy 
minimum contribution. Companies  
with highly compensated employees 
who want to make the greatest 
employee contribution.

Businesses that want high employee 
participation, lower employer benefit 
costs, vesting schedule for all employer 
contributions and that have highly 
compensated employees who  
want to make the greatest  
employee contribution.

Businesses seeking flexible 
annual contributions and 
profit-sharing incentives to 
employees. Can be paired 
with a 401(k) plan.

Businesses seeking to allocate plan 
contributions according to employee 
classification groups. Generally 
provides favorable results when the 
average age of those in the favored 
group is at least 5 years greater than 
the average age of those in the non-
favored group. Can be paired with  
a 401(k) plan.

Businesses that can commit to making larger 
contributions to select groups of employees 
while providing easy-to-understand, uniform 
allocations to other groups that typically have 
a lower cost than a traditional defined benefit 
plan. These plans are often paired with a  
401(k) plan.

Businesses looking to make larger contributions 
on behalf of the owner than they are permitted 
to make in a defined contribution plan. In an “up” 
market, employer contributions are reduced.  
Can be paired with a 401(k) plan.

Businesses that currently sponsor a 401(k) 
or profit sharing plan and can commit to 
making larger contributions to select groups of 
employees while providing easy-to-understand, 
uniform allocations to other groups that typically 
have a lower cost than a traditional defined 
benefit plan.

Establish  
by Date

Tax filing date (plus valid extensions). October 1st and 60-day notice 
requirements must be met.

Before any employee contributions  
are made.

Safe Harbor feature must be established 
3 months before end of business’s fiscal 
year; 10/1 for calendar year.

3 months before end of business’s 
fiscal year; 10/1 for calendar year.

Last day of business’s  
fiscal year.

Last day of business’s fiscal year. Last day of business’s fiscal year. Last day of business’s fiscal year. See individual plan type.

®



The Guardian Insurance & 
Annuity Company, Inc. 
7 Hanover Square 
New York, NY 10004-4025 
401k.GuardianLife.com

®

EB 013751 (12/13)
2012-12716

It’s About YOU 

At Guardian Retirement SolutionsTM it’s about you. Your business, 
your employees, your retirement plan. We are dedicated to working with you, 

your third-party administrator (TPA) and your financial professional to  
help you provide your employees with a retirement solution to help them  

save for the long-term.

Guardian Retirement SolutionsTM is focused solely on serving the unique needs 
of small businesses like yours by providing access to services typically reserved 
for large plans. You can count on us to provide the resources, support and tools 

you’re looking for as you develop a retirement solution that works for  
you and your employees.

Contact Guardian Retirement SolutionsTM

Call: 877-500-2380
Visit: 401k.GuardianLife.com

The Guardian Advantage® group variable annuity contract and The Guardian Choice® group variable funding 
agreement are issued by The Guardian Insurance & Annuity Company, Inc. (GIAC), a Delaware corporation whose 

principal place of business is 7 Hanover Square, New York, NY 10004. GIAC is a wholly owned subsidiary of  
The Guardian Life Insurance Company of America (Guardian), New York, NY. 

Guardian does not issue The Guardian Choice® and The Guardian Advantage® and does not guarantee  
the benefits they provide.

Guardian Retirement Solutions™ refers to the administrative support services, including participant recordkeeping 
as well as marketing, enrollment and educational materials, provided by GIAC in conjunction with the individual and 

group retirement products issued by GIAC.

This document is not intended by The Guardian Life Insurance Company of America,  
The Guardian Insurance & Annuity Company, Inc. (GIAC) or any of its employees or agents to be  

considered as investment, tax, or legal advice.

Please consult your investment, tax and legal advisors for guidance and information that is specific to your plan.

Investments offered under The Guardian Advantage® group variable annuity and The Guardian Choice® group 
variable funding agreement are not deposits or obligations of, or guaranteed or endorsed by, any bank or 

depository institution, nor are they insured by the Federal Deposit Insurance Corporation, the Federal Reserve 
Board or any other agency. They involve risk, including possible loss of the principal amount invested.


