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This Agreement is made and entered into this 9th day of November, 2023, by and between National Public 
Radio, Inc., hereinafter referred to as “NPR” or the “Employer” and the National Association of Broadcast 
Employees and Technicians – Communications Workers of America (NABET-CWA), AFL-CIO, 
hereinafter referred to as the “Union” or “NABET.” 
 

ARTICLE 1 – RECOGNITION 
 
Pursuant to the three (3) Voluntary Recognition Agreements between NPR and NABET executed on May 
5, 2021, November 15, 2021, and May 23, 2022, and paragraph 2(a) of the Memorandum of Agreement 
between NPR and NABET executed on June 13, 2022, NPR recognized the Union as the exclusive 
representative, for purposes of collective bargaining with respect to wages, hours, and other terms and 
conditions of U.S. based employment, of Employees in the bargaining unit described below: 
 
A. Included 
 

1. All full-time, regular part-time, and temporary Digital Media employees including Associate 
Product Managers; Design Technologists; DevOps Engineers; DM Engineers I; DM Engineers II; 
DM Engineers III; Front-End Software Engineers; Junior DevOps Engineers; Junior Mobile 
Engineers; Junior Software Engineers; Junior Support Analysts; Lead Product Designers; Lead UX 
Strategists; Mobile Engineers; Principal Product Designers; Principal Software Engineers; Product 
Designers; Product Managers; Program Managers; Quality Analysts; Salesforce Admins; Senior 
DevOps Engineers; Senior Front-End Software Engineers; Senior Product Designers; Senior 
Product Managers; Senior Software Engineers; Software Engineers; Support Analysts; Test 
Engineers; and UX Researchers employed by NPR at its Washington, D.C. facility or employed 
remotely by NPR. 
 

2. All full-time, regular part-time, and temporary Audience Growth and Communications employees 
including Audience and Communications Senior Associates; Audience Relations Associates; 
Brand Leads; Communications Platform Managers; Corporate Communications Coordinators; 
Corporate Communications Managers; Corporate Communications Senior Associates; Creative 
Project Managers; Data Engineers; Digital Analysts; Digital Project Managers; eCommerce Digital 
& Creative Content Associates; Graphic Designers; Managers of Strategic Initiatives and 
Enterprise PMO; Marketing Associates; Media Relations Associates; Publicists; Research 
Analysts, Content & Audience; Research Analysts, Revenue; Research Managers; Senior Creative 
Leads; Senior Digital Analysts; Senior Graphic Designers; Senior Managers, Business 
Development; Senior Managers, Business Partnerships; Senior Managers, Consumer Products; 
Senior Marketing Managers; Senior Publicists, Media Relations; and Talent Relations and Events 
Managers employed by NPR at its Washington, D.C. facility or employment remotely by NPR. 
 

3. All full-time, regular part-time, and temporary Newsflex employees including Newsflex QA 
Engineers; Senior Software Architects; Software Engineers; and Web Developers employed by 
NPR at its Washington, D.C. facility or employed remotely by NPR.  

 
B. Excluded. All other employees, office clerical employees, guards, managers, and supervisors as defined 

in the Act.  
 

ARTICLE 2 – UNION SECURITY 
 
A. As a condition of employment, all current Employees covered by this Agreement shall, thirty (30) 

calendar days after execution of this Agreement, become and remain members of the Union in good 
standing during the term of their employment under this Agreement or any extension thereof. All 
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Employees hired by NPR after execution of this Agreement shall, within thirty (30) calendar days of 
the beginning of their employment, become and remain members of the Union in good standing during 
the term of their employment under this Agreement or any extension hereof. 
 
NPR shall not be required to discharge any Employee at the Union’s request for any reason other than 
failure of the Employee to tender the initiation fees and periodic dues uniformly required as a condition 
of acquiring or retaining membership. The Union shall send written certified notice to an Employee 
regarding any delinquency in dues payment (loss of good standing) twenty-one (21) days prior to 
sending a discharge notice to NPR. 
 
Upon receipt of a Union discharge notice, NPR shall immediately notify the named Employee that they 
shall be discharged unless, within a fourteen (14) day period, they shall reinstatement themself as a 
member of the Union not delinquent in dues. 
 
The foregoing provisions shall apply except where prohibited by law. 
 

B. NPR shall notify the Union within fifteen (15) business days whenever a new Employee is hired under 
this Agreement or an Employee ceases to be employed under this Agreement. NPR shall include 
information in job postings identifying Union positions. 
 

C. Upon receipt by NPR of a voluntary authorization, in conformance with applicable law, dated and 
signed by an Employee, NPR shall deduct the authorized amount from the Employee’s biweekly wages 
until the authorization is revoked by the Employee in accordance with the terms of said agreement. 
NPR shall deduct from an Employee’s wages only that which an authorized representative of the Union 
has certified to NPR in writing, which may include initiation fees, assessments, dues, etc., for the 
Employee. Deductions shall be remitted to the Union Office (as directed by the Union) no later than 
the tenth (10th) day of the month following the month in which the deduction is made and shall include 
all deductions made in the previous month. 

 
Along with the deductions sent to the Union each month, NPR shall furnish the Union with an 
alphabetical record of those Employees for whom deductions have been made, gross earnings of each 
Employee for the period, and total amount of each deduction. 
 

D. The Union shall indemnify and hold NPR harmless against all claims, damages, and costs, including 
reasonable attorneys’ fees, in defending any claim brought against it, arising out of, or in connection 
with NPR’s compliance with this Article. 

 
ARTICLE 3 – MANAGEMENT RIGHTS 

 
A. Except as modified or restricted by a specific provision of this Agreement, NPR retains sole and 

exclusive rights and prerogatives with respect to the management of NPR, including: to determine the 
number of employees to be employed; to hire employees; to assign and direct their work and to 
determine job descriptions; to promote, transfer, layoff, and recall employees; to maintain the efficiency 
of operations; to determine the personnel by and facilities in which operations are conducted; to use 
temporary or non-bargaining unit employees to perform work or services; to reorganize, close down, 
subcontract, or relocate NPR’s operations or any part thereof; to expand, reduce, alter, combine, 
transfer, assign, or cease any job, department, operation, or service; to control and regulate the use of 
facilities, equipment, and other property of NPR; to determine the number, location and operation of 
departments, divisions, and all other units of NPR; to issue, amend, revise, and enforce written policies, 
rules, regulations, and practices; to determine the services to be rendered; the right to discipline, 
suspend, or discharge bargaining unit Employees; the right to determine, introduce, or change 
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technology, methods of operation, processes, products, and equipment; the right to determine hours of 
work and establish, change, or modify working shifts and schedules; the right to require bargaining unit 
Employees to work in any covered job classification; and to take whatever action to determine, manage, 
and fulfill the mission of NPR and to direct NPR employees. 
 

B. NPR’s failure to exercise any right, prerogative, or function hereby reserved to it, or the exercise of any 
such right, prerogative, or function in a particular way, will not be considered a waiver of NPR’s right 
to exercise such right, prerogative, or function or preclude it from exercising the same in some other 
way not in conflict with the provisions of this Agreement. 

 
ARTICLE 4 – NON-DISCRIMINATION 

 
Neither the Union nor NPR shall discriminate against any Employee on the basis of: race (including traits 
historically associated with race like hair texture and protective hairstyles like braids, locks, and twists), 
color, ethnicity, and national origin; age; religion, religious creed, and religious belief; sex (including 
pregnancy, childbirth and related conditions, lactation, and reproductive health decisions); sexual 
orientation; gender, gender identity, gender expression, transgender status, gender non-conforming status, 
and intersex status; sexual stereotypes; nationality, citizenship status, and ancestry; personal appearance; 
marital status (including registered domestic partnership status), family status, and family responsibilities; 
Civil Air Patrol status; military status, veteran status, and unfavorable discharge from military service; 
mental and physical disability, medical condition, genetic information, and genetic characteristics of an 
employee or their family member; matriculation (e.g., being enrolled in a college or university or in a 
business, nursing, professional, secretarial, technical, or vocational school); political views and affiliation; 
unemployment status; protective order status; status as a victim of domestic violence, sexual assault, or 
stalking; or any other basis prohibited under applicable law.  
 

ARTICLE 5 – NO RETALIATION 
 
Any Employee who believes in good faith that an assignment or directive is unlawful, unethical, or raises 
serious reasonable concerns about integrity may promptly notify management and, consistent with NPR’s 
EEO Policy, will not be subject to retaliation for doing so.  
 

ARTICLE 6 – DIVERSITY, EQUITY, AND INCLUSION 
 
A. Information. Once per year, NPR will provide the Union with (1) information showing the job 

classification, race, and gender of all Employees in the bargaining unit as of January 1 of that year; (2) 
information showing the job classification, race, and gender of all new hires into the bargaining unit 
during the prior calendar year; and (3) information showing the job classification, race, and gender of 
Employees promoted within the bargaining unit during the prior calendar year. 
 

B. Inclusive Language in Technology and Documentation 
 

1. Definitions 
 
a. Inclusive Language: Language that uses expressions and terminology that are likely to be 

widely perceived as neutral or welcoming, regardless of a person’s racial, ethnic, gender, or 
other identity. 
 

b. Technology includes but is not limited to NPR-maintained: application code; software libraries; 
continuous integration and continuous deployment (CI/CD) infrastructure and configurations; 
databases; and hosting infrastructure. 
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c. Technical Documentation refers to any writing about NPR technology, including but not 
limited to: README files in code repositories; code comments; technical writing in internal-
facing systems such as Confluence and Google Docs; system diagrams; technical writing in 
external-facing platforms such as blogs; and video or audio analogs of the any of the above. 

  
d. Internal Communications refers to any writing by Audience Growth or Communications that 

is presented to staff via Nipper News blurbs, meeting presentations, Intranet content, etc. 
 

2. The parties will adopt and maintain an Internal Communications style guide based off of Inclusive 
Language Guide for Audience Insights. 
 

3. Technology and Technical Documentation shall adopt the National Institute of Standards and 
Technology’s guidelines on inclusive language. 
 

4. The style guides shall be shared with all current staff, and NPR shall incorporate the style guide 
into employee onboarding.  
 

5. The parties acknowledge that there are certain inconsistencies with the Inclusive Language style 
guides that may be identified in existing NPR Technology, Technical Documentation, or Internal 
Communications as of the Effective Date of this Agreement that may not be able to be removed or 
revised (e.g., server hierarchies and website version control). However, when inconsistencies with 
the Inclusive Language style guides are identified in NPR Technology, Technical Documentation, 
or Internal Communications, NPR shall arrange for them to be removed or revised, or provide a 
written statement as to the reason this cannot be completed within ninety (90) days of identification. 

 
ARTICLE 7 – ACCESSIBILITY, ACCOMMODATIONS, HEALTH, AND SAFETY 

 
A. Accessibility. Any meeting requiring attendance of over thirty percent (30%) of the bargaining unit 

shall by default use software with closed captions to facilitate the meeting, record the meeting for 
individuals who are unable to attend, and ensure the recordings are captioned as well. 
 

B. Accommodations 
 

1. NPR is committed to providing reasonable accommodations to qualified persons with disabilities 
in accordance with applicable law. To request a reasonable accommodation (e.g., available 
accessibility products and services) an Employee should contact a People Partner. Such reasonable 
accommodations, which will vary based on individual circumstances, include but are not limited 
to: rearranging equipment; acquiring or modifying equipment or devices (e.g., screen readers, 
mobility aid, dictation devices); modifying work schedules and leaves; providing a filter on the 
computer screen; providing readers and interpreters; making the workplace, physical and virtual, 
readily accessible to and usable by people with disabilities; reassigning a qualified, disabled 
employee to a vacant position if accommodations in their current position cannot be made; leave 
from work; breaks according to individual needs rather than a fixed schedule, more frequent breaks 
and/or greater flexibility in scheduling breaks, and backup coverage during breaks; additional 
assistance and/or time for orientation activities, training, and learning job tasks and new 
responsibilities; additional training or modified training materials; or providing agreed upon 
accommodations in writing. 
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This list is intended to provide examples of possible accommodations but is not exhaustive and, in 
any individual case, an appropriate accommodation will depend upon all of the facts and 
circumstances, and the above examples may or may not be appropriate. 

 
2. NPR shall work with Employees who request an accommodation, through an interactive process, 

to identify possible and effective reasonable accommodations in accordance with applicable law 
and NPR policy. Such accommodations will vary based on individual circumstances. The 
Employees may be required to provide documentation supporting the need for the requested 
accommodation, in accordance with the Americans with Disabilities Act and any applicable state 
or local legal requirements. 
 

3. Employees requesting an accommodation or seeking additional information on accommodations 
may request to have a Union representative attend meeting related to their accommodation request. 
 

4. NPR shall inform each Employee in writing (through either email or other written notice) no later 
than fourteen (14) days from their time of hire, and all Employees twice annually, that they are able 
to request reasonable accommodations as well as their right to request accommodations they may 
need during an emergency exit plan/scenario in accordance with NPR’s emergency response plans. 
NPR shall inform applicants for employment that they are able to request reasonable 
accommodations related to their ability to complete the application process. 
 

5. NPR shall regularly update summary plan descriptions and other materials summarizing benefits 
(e.g., discounts, waivers, insurance coverage) and resources available to NPR employees, as 
required by applicable law. 
 

6. NPR’s Employee Assistance Program (EAP) is available to provide access to licensed mental 
health professionals for consultation, information, assistance, and resources for a variety of 
concerns. 
 

7. If an Employee with a disability needs additional unpaid leave as a reasonable accommodation, 
NPR will follow the interactive process to determine if unpaid leave will be granted as a reasonable 
accommodation. If an Employee or the Union is dissatisfied with NPR’s determination, the matter 
may be submitted to the grievance and arbitration process in Article 39 (Grievance and Arbitration 
Procedures). 
 

C. Ergonomics. NPR will provide Employees, within reasonable resource constraints, workspaces and 
equipment necessary to do their jobs while minimizing the likelihood of physical injury and discomfort. 
When an Employee who is either working on site or who is required to work remotely full-time raises 
an ergonomic concern, NPR will review the Employee’s situation and make reasonable efforts to 
remedy the problem. If the Employee does not receive an adequate response within ten (10) business 
days, the Employee and/or the Union may submit the matter to NPR’s Labor Relations Manager. If the 
Employee or the Union are dissatisfied with the resolution of the problem, the matter may be submitted 
to the grievance and arbitration process in Article 39 (Grievance and Arbitration Procedures). 

 
D. Safety and Security 

 
1. NPR agrees to provide adequate security for its Employees at NPR facilities and NPR-hosted 

events. 
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2. For security and safety reasons, including the need to investigate or protect against theft, violence, 
destruction of NPR or employee property, or any other illegal activities, NPR has the right in its 
discretion to install new surveillance cameras at NPR facilities during the term of this Agreement 
and after its expiration. NPR will notify the Union prior to implementing new cameras in work 
areas of covered Employees. Upon request by the Union, NPR agrees to meet and confer with the 
Union regarding the installation of a surveillance camera in work areas used by unit Employees. 
 

E. Hearing Tests. On an annual basis, NPR shall make available an on-site hearing test by a certified 
audiologist at no cost for those Employees who, in connection with work, regularly use earphones or 
earbuds. Individual results shall be shared with each Employee and aggregate data shall be shared with 
the Union in a timely manner. The Union reserves the right to confer with NPR at the Union's request 
to discuss the aggregate data if such aggregate data indicates patterns of hearing loss among its 
members. 

 
ARTICLE 8 – EQUAL ACCESS PROTECTIONS 

 
A. Healthcare. Should an Employee reside in a state where they have limited or no access to necessary 

medical care and they, their partner, or their immediate family or family-like member are required to 
obtain care outside of the Employee’s home state, the Employee shall be permitted to use any leave 
options that may be available (paid and unpaid) and for which they qualify under NPR’s then-current 
policies to obtain such medical care. Employees may consult with the People Team about what leaves 
may be available to them. 
 

B. Marriage and Domestic Partner Benefits. NPR shall extend the same medical, dental, vision, life 
insurance, and accidental death and dismemberment insurance benefits it offers to Employees and their 
spouses, in an equal manner, to Employees and their domestic partners (as defined by NPR's Domestic 
Partnership Policy), except as otherwise required by applicable law. 

 
C. Voting. Generally, Employees will have time to vote in local, statewide, and national elections 

(including primaries) before or after their regular work shift. If they are unable to vote outside of 
working hours, Employees shall be afforded up to four (4) hours of paid voting leave (or a higher 
amount as provided by applicable state or local law), as needed, to perform their civic duties and vote 
in local, statewide, and national elections (including primaries). An Employee should discuss all such 
time off with their supervisor in advance. 

 
D. Future Reductions. During the term of the Agreement, if any local, state, or federal law imposes changes 

on any benefit plans offered by NPR to its Employees, including NPR’s health benefit plan, NPR shall 
provide written notice and shall meet, upon request, with the Union to negotiate over the impact, if any, 
of such changes. 

 
ARTICLE 9 – WAGES 

 
A. Rate of Pay 
 

1. Wage Schedules and New Hires 
 
a. Employees are hired and paid according to the stepped schedules in Appendix A (the “Wage 

Schedule”), which includes a schedule of Grades and Steps for each of the Career Tracks 
designed in Article 11 (Employee Classifications and Job Duties). 
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i. “Grades” refer to the various positions within each Career Track, such as Associate Insight 
Analyst, Insight Analyst, Senior Insight Analyst, etc. 
 

ii. “Steps” indicate the various levels of pay for each Grade. 
 

b. Within each Grade for each Career Track in the Wage Schedule, the minimum base salary for 
an Employee shall be the first Step for their respective Grade; however, NPR may, in its sole 
discretion, hire an Employee at a higher Step within the relevant Grade, provided the new 
Employee is not placed greater than five (5) steps higher than any incumbent Employee in the 
same job title with equivalent or greater years of experience in the role. 
 

c. Initial Step Assignment and Transition. In order to facilitate the transition to the pay structure 
within this Article 9, each Employee shall be assigned to the higher paying of the following as 
of November 9, 2023: 

 
i. the lowest step in their current Grade; 

 
ii. the lowest Step in their current Grade which pay is greater than or equal to the Employee’s 

rate of pay immediately preceding November 9, 2023; or 
 

iii. the lowest Step in their current Grade which pay is greater than or equal to 101.6% of the 
Employee’s rate of pay immediately preceding November 9, 2023 (however, this Section 
(A)(1)(c)(iii) shall not apply to Employees who would be placed at Step six (6) or higher 
in their current Grade (under Section (A)(1)(c)(ii) above), or to Employees in the Test 
Engineering Career Track). 

 
No Employee in the Digital Content and Podcast Operations Career Track will receive a pay 
increase during the transition to the Wage Schedule under this Section (A)(1)(c) that is less 
than five percent (5%) of what they were paid immediately preceding November 9, 2023 (and 
any such Employee will immediately be moved to the next-higher Step to ensure that they 
receive at least a five percent (5%) pay increase). 
 
No Employee in the Communications and Marketing Career Track will receive a pay increase 
during the transition to the Wage Schedule under this Section (A)(1)(c) that is less than two 
and one-half percent (2.5%) of what they were paid immediately preceding November 9, 2023 
(and any such Employee will immediately be moved to the next-higher Step to ensure that they 
receive at least a two and one-half percent (2.5%) pay increase). 
 
Any Employee who receives a pay increase during the initial transition to the Wage Schedule 
under this Section (A)(1)(c) that is less than one percent (1%) of what they were paid 
immediately preceding November 9, 2023 (including, for the avoidance of doubt, any 
Employee who receives no pay increase under this Section (A)(1)(c)), will receive a one-time 
bonus equal to one percent (1%) of their annual compensation (calculated as of November 9, 
2023), to be paid no later than the second NPR pay date following November 9, 2023. 

 
d. Full-time Employees will be paid at a rate commensurate to an annual salary according to the 

Wage Schedule in Appendix A. 
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e. Part-time Employees (i.e., all Employees working fewer than forty (40) hours per week) will 
be paid on a pro-rata basis at no less than the minimum rate of pay for the applicable Grade 
and Step within their Career Track. For example, a Step 1 part-time Test Engineer who is 
scheduled to work 30 hours per week will be paid at a rate no less than $77,151.35 (and not at 
a rate no less than $102,868.47, which is the full-time minimum rate). 

 
f. All non-exempt hourly Employees (i.e., Employees who are eligible for overtime pay, as 

further described in Article 12 (Hours of Work and Overtime)) are paid on a pro-rata hourly 
basis at no less than the minimum rate of pay for their applicable Grade and Step within their 
Career Track. 

 
2. Step and Annual Increases 

 
a. At the end of every calendar year, Employees who are not already paid at or above the highest 

Step for their applicable Grade in the Wage Schedule will receive a pay increase to the next 
higher Step of the Grade within their Career Track (a “Step Increase”). 
 

b. At the end of every calendar year, Employees who are paid at or above the highest Step on their 
relevant Wage Schedule (and therefore not eligible for a Step Increase) will instead receive an 
annual increase of two and one-half percent (2.5%) of the Employee’s base salary (an “Annual 
Increase”). 

 
c. Any Step Increase or Annual Increase will be effective as of the first day of the first full NPR 

payroll period beginning on or after the subsequent January 1. 
 
d. For the avoidance of doubt, any Employee receiving a Step Increase will not also receive an 

Annual Increase at the same time. 
 

3. Grade Increases. Promotion to a higher Grade is governed by the terms laid out in Article 29 
(Promotions). 

 
B. Pay Administration 

 
1. Employees will be paid in conformance with NPR policy, but no less frequently than bi-weekly. 

Compensation will be net to the Employee, and no deductions will be made (except for taxes and 
withholdings required or authorized by either law or the Employee, or other deductions authorized 
by either law or the Employee). 
 

2. Employees will remit to NPR payments received for Worker’s Compensation, disability payments, 
or jury duty pay if NPR also has paid them for that same time period. 
 

3. In accordance with NPR’s Timekeeping Policy, Employees are required to submit time sheets on 
a timely basis every two (2) weeks. Hourly Employees must accurately record all hours worked, 
and all Employees must accurately record all paid time off hours, such as vacation leave and sick 
and safe leave. Any changes or corrections that need to be made to a previously submitted or 
approved timesheet should be reported to the Employee’s supervisor in a timely manner, and such 
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supervisor will work with NPR’s payroll department to correct the time sheet and, if necessary, 
pay, as soon as practicable. 

 
ARTICLE 10 – REIMBURSEMENTS 

 
A. Bargaining unit members shall never be required to use any form of personal payment or to pay out of 

pocket to: cover an operational cost, acquire products or services, or cover recurring payments needed 
to accomplish their job duties. 
 

B. If a bargaining unit member elects to use a form of personal payment to obtain previously approved 
items, such as to cover an operational cost, acquire products or services, or cover recurring payments 
needed to accomplish their job duties, they shall seek reimbursement under NPR's Expense 
Reimbursement Policy and Procedures. 

 
ARTICLE 11 – EMPLOYEE CLASSIFICATIONS AND JOB DUTIES 

 
A. General Provisions 
 

1. Each Employee in the unit shall belong to one of the following “Career Tracks”: Audience Insights; 
Brand Design; Business Partnerships; Communications and Marketing; Communications and 
Marketing Project Management; DevOps; Digital Content and Podcast Operations; Mobile and 
Voice Software Engineering; Online Tech; Product Design; Product Management; Software 
Engineering; and Test Engineering. 
 

2. The fundamental job duties (collectively, the “essential characteristics”) of the bargaining unit 
Employees in these Career Tracks are listed in Appendix B to this Agreement. Appendix B will be 
used for the purpose of developing job descriptions for individual roles and evaluating Employees 
for promotions. 
 

3. An individual Employee’s job duties may include work that is not listed in Appendix B; however, 
any such work will be consistent with the duties listed in Appendix B for their Career Track and 
Grade. 
 

4. No Employee shall be asked to perform work traditionally performed by another NPR bargaining 
unit in connection with an actual or anticipated work stoppage. 
 

5. NPR may assign any Employee duties, tasks, or portfolios of work that fall within the essential 
characteristics of their Grade, and NPR may also reassign those duties, tasks, and portfolios as they 
see fit. An Employee’s assigned workload will not routinely exceed the equivalent of a full time 
(or part time, if applicable) load, as defined in this Agreement. 
 

6. Employees shall not be required to perform work outside their Career Track. However, several 
Career Tracks have overlapping job duties, and Employees within different Career Tracks may be 
asked to perform similar work. For example, Employees in the Software Engineering and Test 
Engineering Career Tracks may both be called upon to write automated tests. 
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B. Minimum Qualifications. The essential characteristics of each Career Track and Grade reflected in 
Appendix B have been developed through negotiation and consultation with the Union. In filling 
positions within the Career Tracks, NPR reserves the right to set the minimum qualifications for the 
positions consistent with the Career Tracks and essential characteristics, including, but not limited to, 
years of related work experience and education. NPR is responsible for creating written job descriptions 
for these positions. 

 
C. Career Track Placement 

 
1. Employees on the payroll as of the Ratification Date will be placed into the Career Track that 

corresponds with their current position, pursuant to Article 9 (Wages). NPR will place new 
Employees, upon hiring, into the Career Track that corresponds to their position and Grade. 
 

2. NPR may create a new position in the bargaining unit. NPR will notify the Union of the creation 
of, and proposed Career Track, salary Grade, and/or Step placement for such new position and may 
simultaneously post the position. NPR will advise and bargain in good faith with the Union over 
the appropriate Career Track placement for the new position for a period not to exceed thirty (30) 
calendar days from the date of notice to the Union. If no agreement is reached within the thirty- 
(30-) day notice period, the proposed placement shall become effective and shall be deemed 
incorporated into the wage schedules in Appendix A (and which will be memorialized in writing 
between NPR and the Union). Nothing in this provision waives either party’s rights under the 
NLRA or the grievance and arbitration provision of this Agreement. 

 
ARTICLE 12 – HOURS OF WORK AND OVERTIME 

 
A. Definitions 
 

1. Full-time Employees (“FTEs”) are regularly scheduled to work a schedule of forty (40) hours per 
week. The regular work week for an FTE shall generally consist of five (5) consecutive days, which 
shall be followed by two (2) consecutive days off. 
 

2. Part-time Employees (“PTEs”) are regularly scheduled to work less than forty (40) hours per week. 
A PTE will be compensated on a pro-rata basis, at no less than the minimum wage for their Career 
Track and Grade as set forth in Article 9 (Wages) and Appendix A. A PTE’s regular work week 
shall be described in writing through an initial offer letter for a newly hired part-time Employee (or 
other documentation as necessary), and will include at least two (2) consecutive days off. 
 

3. The regular workday in support of NPR’s routine business operations is generally eight (8) 
consecutive hours, with an unpaid meal break (as defined in Section E below). A workweek may 
bridge a pay period (which begins every other Monday under NPR’s current policy). 
 

4. An FTE will not be converted to part-time unless the Employee specifically requests, in writing (as 
described in Section B(3) below), a part-time schedule and NPR agrees to such request, or NPR 
and the Employee otherwise both agree to such a change. 
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B. Schedules 
 

1. NPR has the right to set the starting and ending times for Employees, and the shifts to be worked, 
subject to the provisions in this Agreement. 
 

2. Process 
 
a. Each Employee’s regular work schedule will be set upon either (i) their initial hire (or at the 

time of ratification of this Agreement); (ii) their move into a new role; or (iii) a change 
implemented in accordance with Section B(3) below. Prior to NPR setting a current 
Employee’s regular work schedule, the Employee will be permitted to submit a proposed 
schedule to NPR, and NPR will, to the extent possible, take the Employee’s requests into 
consideration when setting their regular schedule. For example, an Employee may request and 
may be approved for a four (4) day work week (with ten (10) hour work days). 
 

b. In order to promote collaborative work and synchronous communications within NPR, regular 
work schedules will generally cover the period between 9:00 a.m. to 5:30 p.m., local. An 
Employee’s regular work schedule may include hours in which an Employee is required to be 
available for synchronous communication, either in person or virtually, which will be set by 
the team’s manager during this period of time. However, Employees in the Mobile and Voice 
Software Engineering, Product Design, Product Management, Software Engineering, and Test 
Engineering Career Tracks shall generally not be scheduled for any recurring internal Agile 
team meeting (including a daily stand-up, sprint planning, sprint review, and sprint 
retrospective) before 10:00 a.m. or between noon and 1 p.m., Eastern time. 

 
c. For any Employee whose regular work schedule includes hours that fall outside of NPR’s 

normal business hours (which are generally 9:00 a.m. through 5:30 p.m., local), they will 
provide all team members including their supervisor notice of when they are available, by 
including their regular work schedule in their email signature or posting to a team Slack 
channel. 

 
3. Schedule Changes 

 
a. NPR may change an Employee’s regular work schedule based on operational needs. NPR will 

provide Employees at least two (2) weeks’ advance notice of any change to their regular 
schedule. 
 

b. In addition, NPR may modify an Employee’s regular work schedule on a short-term basis (such 
as to cover unexpected circumstances or other emergencies); in any such situation, NPR will 
provide the Employee with as much advance notice as possible. No Employee will be subject 
to discipline if they, using reasonable efforts, are unable to work a modified work schedule if 
the Employee did not receive at least two (2) weeks’ advance notice of any change to their 
regular schedule. 

 
c. An Employee may request changes to their regular work schedule at least once per calendar 

quarter (but NPR will consider more frequent requests, if reasonable). Upon receiving any such 
request, the Employee’s direct supervisor will evaluate the request based on operational needs 
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and either approve or deny it within two (2) weeks. No request will be unreasonably denied, 
and a response to any such request (either an approval or a denial) will be sent to both the 
Employee and the Union. 

 
d. In addition, an Employee may request a modification to their regular work schedule on a short-

term basis (such as starting work earlier than normal one day in order to finish their workday 
before it would normally end). Any such request should be made in advance of the requested 
modification, and the Employee’s direct supervisor will respond to the Employee promptly. 

 
e. Any changes to an Employee’s regular work schedule (either requested by NPR or the 

Employee), including temporary schedule adjustments, must be reduced to writing. 
 

C. Overtime 
 

1. “Hourly Employees” refers to (a) all temporary bargaining unit Employees; and (b) all Employees 
working within the Digital Content and Podcast Operations Career Track. 
 

2. Hourly Employees are eligible for overtime pay under this Section C, while all other Employees 
are ineligible for overtime pay. For the avoidance of doubt, in all situations where an Hourly 
Employee provides after-hours support (in accordance with Article 13 (After-Hours Support)), such 
Hourly Employee will not receive compensatory time, but will instead be paid for all hours worked 
(including any required overtime). 
 

3. Hourly Employees will be compensated at an hourly rate equal to one and one-half (1.5) times the 
Employee’s base wage rate for all hours worked in excess of forty (40) hours in a single workweek, 
except where state law provides otherwise. For overtime purposes, “hours worked” includes paid 
leave time. 
 

4. Hourly Employees must comply with all timekeeping requirements within NPR’s Timekeeping 
Policy, including accurately reporting the number of regular and overtime hours worked each week. 
 

5. Hourly Employees are not permitted to work overtime without the advance approval of their 
supervisor. 
 

6. Multiple overtime provisions will not be applied to the same hours worked. 
 

D. Temporary Schedule Adjustments for Time Off 
 

1. Except for Hourly Employees, an Employee shall receive a temporary schedule adjustment (e.g., 
coming in late, taking an afternoon off) following major projects, events, predictable or recurrent 
peak periods, or emergencies which require significant additional working time beyond the 
Employee’s regular work schedule (defined as greater than one (1) hour), which were requested or 
assigned by the Employee’s supervisor, in writing (including via email, Slack, or other chat 
message). The Employee’s supervisor should generally advise the Employee of the proposed 
schedule modification in writing at the time the additional working time is requested or assigned, 
if known, and thereafter the Employee and their supervisor will consult on the amount of time and 
scheduling of the temporary schedule adjustment. 
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2. The number of hours temporarily adjusted in the Employee’s schedule shall be approximately the 
number of hours of work performed by the Employee beyond their regular work schedule and as 
discussed with their supervisor. Rounding shall generally be to the nearest hour and not consistently 
favor either party. For any such temporary schedule adjustment for time off, the Employee will not 
be expected to use vacation or another form of paid leave to account for the adjusted time off. 
Managers shall make efforts to adjust the Employee’s schedule in the three (3) weeks following 
the additional hours of effort when this is operationally feasible, but in any case, no more than 
twelve (12) weeks later. 
 

3. Notwithstanding any temporary schedule adjustment, an Employee shall generally have at least ten 
(10) hours between the end of one day of work and the beginning of another. This provision shall 
not apply if an Employee requests to work a schedule that would result in fewer than ten (10) hours 
of rest or declines a temporary schedule adjustment that would provide ten (10) hours of rest. 
 

4. For Employees in the Software Engineering, Mobile and Voice Software Engineering, DevOps, 
and Online Tech Career Tracks, this Section D shall not apply to Employee’s time worked for after-
hours support. In all such cases, Employees within those Career Tracks will be eligible for 
compensatory time in accordance with Article 13 (After-Hours Support). 

 
E. Meal Periods 
 

1. Salaried Employees (which includes all Employees who are not Hourly Employees, as defined in 
Section C(1) above) are entitled to use their professional discretion to take their meal periods at 
times consistent with their workloads and operational demands. 
 

2. Hourly Employees are entitled to one (1) hour unpaid meal period, scheduled in addition to the 
eight (8) hours of the shift. An Hourly Employee’s meal period shall commence approximately 
halfway through the workday, unless otherwise required by state law. Hourly Employees who are 
required by NPR, after consulting with their supervisor about their work demands or operational 
needs and have been approved, to work through their meal period will be paid their straight time 
rate for such work unless (a) the Employee, as a result of working through the meal period, actually 
works in excess eight (8) hours in that day or forty (40) hours in a single work week or (b) applicable 
state law requires otherwise. 

 
F. Screen Time Relief. All Employees’ duties require prolonged periods of time using computer monitors 

and other digital displays. As such, all Employees may take five (5) minute paid relief breaks (as part 
of their regular schedule) away from screens periodically during the workday. 

 
ARTICLE 13 – AFTER-HOURS SUPPORT 

 
A. Purpose 

 
1. NPR and the Union acknowledge that the Career Tracks specified in this Article may have duties 

and responsibilities that require them to provide after-hours product support services during their 
on-call assignment. For purposes of this Article, “after-hours” shall mean all hours before or after 
an employee’s regularly scheduled hours on a given day. For the avoidance of doubt, no provision 
of this Article concerns incident response during an Employee’s regularly scheduled hours of work. 
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2. NPR and the Union are committed to workflow and on-call assignment procedures relating to two 
(2) distinct classes of after-hours product support services: 
 
a. First-Tier Support. First-Tier Support consists of triaging incoming requests; providing 

appropriate helpdesk services; answering “how do I?” questions; application administrative 
services (e.g., password resets, permissions administration) for NPR’s content creation, 
publication, and distribution tools to internal users; and escalating issues when appropriate. 
 

b. Second-Tier Support. Second-Tier Support addresses problems escalated after triage by First-
Tier Support that require technical expertise such as programming or database, infrastructure, 
or network administration. 

 
3. The status quo for after-hours support shall be maintained until NPR establishes two (2) distinct 

tiers of after-hours product support as described in Section A(2) and transitions to the compensatory 
time system in Section E(2)(b). For the avoidance of doubt, this means that before the transition, 
Software Engineers will be in two rotations, one for the Nexus team and one for all other Software 
Engineers. 
 

4. The Standard Operating Procedures (“SOPs”), schedules, and incident logs referred to in this 
Article shall be maintained in a technical documentation system of NPR’s choosing that keeps a 
change history (e.g., Confluence by Atlassian). NPR shall ensure the SOPs, schedules, and incident 
logs may be accessed by all Employees. NPR may choose at any time to use automatic call routing 
software (e.g., PagerDuty) to implement the routing described in the SOPs and/or to make 
schedules and incident logs available to Employees. 
 

5. This Article establishes a framework for responding to after-hours product support services 
consistent with the following principles: (a) no Employee is to be overburdened with after-hours 
product support duties; (b) after-hours product support needs are handled by the appropriate team; 
and (c) after-hours product support requests are escalated for support only when necessary. 

 
B. Process Committee 

 
1. Within six (6) months of the Ratification Date, each product team, in consultation with their 

stakeholders, shall determine which products receive after-hours support. 
 

2. After-hours product support services will be provided in accordance with the Standard Operating 
Procedures (SOPs). NPR shall develop the initial SOPs and create a First Tier and Second Tier 
system for after-hours product support services in accordance with Section C of this Article no later 
than six (6) months after contract ratification. The SOPs may specify typical duration or timing of 
after-hours support shifts. 
 

3. NPR and the Union shall form a Process Committee (the “Committee”) that is responsible for 
maintaining, documenting, and revising SOPs and maintaining the list of all NPR products that 
receive after-hours support. 
 

4. Each party shall select two (2) representatives to serve on the Committee (total four (4) persons). 
Committee meetings shall occur on mutually agreeable dates and times. Upon mutual agreement, 
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either party may bring additional representative(s) as consultants (e.g., subject matter experts) for 
Committee discussions, as needed, if operational areas to be discussed in the Committee are not 
already represented in the Committee. 
 

5. Any proposed change to the SOPs agreed to by a majority of the Committee shall be effectuated. 
 

C. Standard Operating Procedures 
 

1. The SOPs will be comprised of an Escalation Matrix that specifies a list of Second-Tier Support 
rotations and defines how responsibilities are divided between these rotations. Employees 
providing First-Tier Support will refer to the SOPs when triaging calls. To that end, SOPs shall 
contain guidelines for the handling of any given incident, including: (a) whether resolution of the 
incident can be delayed until the start of normal business hours or must be escalated to Second-Tier 
Support rotation; Which Second-Tier Support rotation(s) ought to be contacted for escalation of 
the incident; (c) Whether unresolved incidents should be escalated to supervisory employees after 
hours following a defined period of time; and (d) The process(es) for handoffs between successive 
Employees on rotations. 
 

2. The SOPs will support a model of after-hours support which eliminates Software Engineers and 
Mobile and Voice Software Engineers from providing First-Tier Support. 
 

3. To the extent possible, Software Engineers and Mobile and Voice Software Engineers shall be 
prioritized for assignment to the Second-Tier rotations that provide after-hours support for services 
assigned to their team. After transition to the SOPs, if it becomes necessary for NPR to assign an 
Employee to an after-hours support rotation that handles incidents for services not assigned to their 
team, NPR shall (a) give the Employee adequate training in handling the service’s incidents prior 
to their first shift; and (b) designate a qualified supervisory employee to be the Employee’s mentor 
for these purposes, and shall note the mentor assignment in the relevant rotation schedule. 
 

4. Service requests which meet the following criteria may be escalated to Second-Tier Support after 
hours: 

 
a. business-critical requests that cannot be serviced by First-Tier Support or which are time-

sensitive and which necessitate an investigation to address potential adverse impact to NPR’s 
business operations; or 
 

b. system alerts which cannot be serviced by First-Tier Support and necessitate an investigation 
to address potential adverse impact to NPR’s business operations. 

 
5. Within each team, on-call duties will be assigned with the goal of achieving even distribution of 

workload while taking into account individual circumstances and availability. 
 

6. The SOPs will include standards for appropriate responses to incidents, consistent with the 
following: 
 
a. Employees on after-hours shifts must be reachable by either phone, text, messaging (including 

Slack or equivalents), or email throughout the entire duration of their shift. 
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b. Employees on after-hours shifts shall make reasonable efforts to minimize delays in 
acknowledging and responding to incidents escalated to them during their after-hours shift, 
including efforts to ensure sufficient connectivity. 

 
c. The SOPs may specify periods of time in which Employees shall not fail to acknowledge calls 

and there may be different periods of time for First-Tier and Second-Tier support. Employees 
on Second-Tier support will have up to one (1) hour to acknowledge calls. 

 
d. If an Employee is not scheduled for an after-hours support shift but is contacted and provides 

support outside of the Employee’s regular work schedule, the Employee will receive a 
temporary schedule adjustment provided for in Article 12 (Hours of Work and Overtime). 

 
D. Tier Assignments and Transition 
 

1. Before the necessary SOPs have been developed, Employees in the Mobile and Voice Software 
Engineering, Software Engineering, and DevOps Career Tracks may be assigned to provide both 
First-Tier and Second-Tier Support. 
 

2. After the necessary SOPs have been developed, Employees in the Online Tech, DevOps, and 
Digital Content and Podcast Operations job tracks may be assigned to provide First-Tier Support 
and Employees in the Software Engineering and Mobile and Voice Software Engineering job tracks 
may be assigned to provide Second-Tier Support. In addition, non-bargaining unit employees may 
be assigned to provide First-Tier Support. 

 
E. Compensatory Time 

 
1. Eligibility. The following provisions regarding compensatory time for after-hours product support 

services shall apply to Employees in a job track identified in Section D of this Article who are 
assigned to be on-call and who provide after-hour support services during hours after their regular 
schedule ends.  
 

2. Earning Compensatory Time. Eligible Employees shall receive compensatory time as follows for 
after-hours support services: 

 
a. Effective on the date of ratification of this Agreement, if an Employee in the Online Tech, 

Software Engineering, or Mobile and Voice Software Engineering Career Tracks is assigned 
to after-hours support, the Employee will receive a minimum of four (4) hours of compensatory 
time per each scheduled shift of one (1) week (seven (7) days). If the Employee is contacted 
by phone, text, or email to provide Second-Tier after-hours support or to answer a question 
about providing after-hours support, and the Employee works on the request, the Employee 
shall receive an additional four (4) hours of compensatory time, for a maximum of eight (8) 
hours of compensatory time per weekly shift. 
 

b. Effective when the SOPs support a model of after-hours support which eliminates Software 
Engineers and Mobile and Voice Software Engineers from First-Tier Support, if an employee 
in Online Tech, Software Engineering, or Mobile and Voice Software Engineering is assigned 
to after-hours support, the rate of compensatory time shall be a minimum of three (3) hours of 
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compensatory time per each scheduled shift of one (1) week (seven (7) days). If the Employee 
is contacted by phone, text, or email to provide after-hours support or to answer a question 
about providing after-hours support, and the Employee works on the request, the Employee 
shall receive an additional five (5) additional hours of compensatory time (prorated if the 
Employee swapped shifts), for a maximum of eight (8) hours of compensatory time per weekly 
shift. 

 
c. Each DevOps Employee shall receive compensatory time at a rate of eight (8) hours per two 

(2) weeks of on-call, rounded up to the nearest hour. 
 

3. Usage. All compensatory time earned under this Article must be taken within fourteen (14) calendar 
days from the date that the compensatory time was earned, unless otherwise extended in accordance 
with operational need by the Division head. The Employee should give their team at least two (2) 
days of advance notice before taking their compensatory time, unless the compensatory time was 
received for a call between midnight and 6 a.m. Eastern time, in which case it may be used on the 
same day. Use of compensatory time must not put a burden on other teams. If a team or manager 
raises a concern with the day an Employee proposed to take compensatory time, their manager may 
need to work with them to reschedule their compensatory time. Compensatory time that is earned 
and not used within the fourteen (14) days (or as extended) as described in this section will be 
forfeited and not cashed out. 
 

4. Timekeeping. NPR shall record after-hours compensatory time in NPR’s timekeeping system. 
Employees shall record the usage of all compensatory time promptly and accurately. 

 
F. Accommodations. Employees whose cultural or religious observances may prevent them from 

providing on-call support services during certain periods of time may seek an accommodation. 
 

G. Rotations and Scheduling 
 

1. NPR shall create and maintain schedules for each after-hours Support rotation. As of the date of 
ratification of this Agreement, NPR shall continue its practice of maintaining a rotation for 
Employees in the Software Engineering and Mobile and Voice Software Engineering Career 
Tracks, and a separate schedule for the Nexus team. After the SOPs are implemented, NPR shall 
create and maintain schedules for each First-Tier and Second-Tier Support rotation defined in the 
SOPs. NPR shall ensure that these schedules extend at least six (6) months into the future in order 
to facilitate the exchange of shifts described in Section G(6). No Employee will be subject to 
discipline if they, using reasonable efforts, are unable to provide after-hours support if they did not 
receive at least two (2) weeks’ advance notice of the scheduled shift or need for after-hours support. 
 

2. Engineering supervisors may work after-hours support shifts. 
 

3. Hand offs of after-hours support shifts will occur during normal business hours when operationally 
feasible. 
 

4. When there are fewer than six (6) people on a rotation, NPR shall make reasonable efforts to enlarge 
the rotation through methods such as, but not limited to, cross-training and adding supervisory 
personnel to the rotation. 
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5. NPR will not assign any Employee more than seven (7) total days of after-hours support in any 
thirty-five (35) day period. This provision shall not apply for DevOps. It also shall not apply for 
rotations on which there are fewer than five (5) people during the time NPR is taking reasonable 
steps to enlarge the rotation pursuant to Section G(4) of this Article. 
 

6. NPR shall allow Employees to exchange their assigned after-hours shifts, in whole or in part, if 
they mutually agree to do so. Employees wishing to exchange shifts shall request approval from a 
supervisor and, if approved, thereafter record the change on the relevant rotation schedule in the 
technical documentation system. 
 

7. NPR shall maintain records of after-hours shifts worked for at least six (6) months. 
 

8. NPR shall promptly reassign vacant scheduled shifts (due to departure, approved leave of absence, 
etc.) to other eligible Employees on the rotation and move Employees between rotations as 
necessary. When operationally feasible, NPR shall make efforts to reassign vacant shifts to 
Employees in descending order of the time spent on call over the last six (6) months (i.e., starting 
with the Employees who have spent the fewest days on call). 

 
ARTICLE 14 – TEMPORARY EMPLOYEES 

 
A. Use 
 

1. NPR may use temporary Employees to perform bargaining unit work including (a) to fill in for 
Employees on leave; (b) fixed term assignments; and (c) to fill other temporary operational needs 
(e.g., on-call, surge staffing). 
 

2. NPR shall not use temporary Employees to avoid establishing regular bargaining unit positions 
needed to accomplish the work. 
 

3. Types of Temporary Employment 
 
a. Employee on Leave. When a temporary Employee is filling in for an Employee on leave (such 

as medical or parental leave) the length of the assignment shall be no longer than the length of 
the approved leave, plus an additional one (1) month of transition time. 
 

b. Fixed Term Assignments. Temporary Employees who are engaged for a fixed term assignment. 
When a temporary Employee is engaged for a fixed term assignment, the length of the 
temporary assignment shall be no longer than nine (9) months and shall not be extended more 
than once during the nine (9) month period so long as the extension does not exceed the nine 
(9) months of total accumulated service. 

 
c. Other Temporary Operational Needs. Temporary Employees who are engaged on an ad hoc 

daily or weekly basis (may be non-consecutive) and do not have a consistent part-time or full-
time schedule. 
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4. At the end of their employment, temporary Employees shall be considered as internal applicants in 
accordance with Article 26 (Hiring) for any open bargaining unit positions for which they apply 
for a period of one (1) year. 
 

5. If a temporary Employee is hired for a temporary position necessitated by unforeseen emergency 
circumstances – as described in Article 26 (Hiring) – that arise with less than one (1) month’s 
notice, the term of the assignment cannot be longer than three (3) months. If such a position 
becomes a regular position, NPR shall post the position and apply the provisions of Article 26 
(Hiring) to hire for the regular position. 

 
B. Conversion 

 
1. A temporary Employee who was engaged pursuant to Section A(3)(b) above and has nine (9) 

months of total accumulated service shall, at the end of nine (9) months either (a) be converted to 
a regular Employee, with the Employee’s consent, or (b) be laid off. 
 

2. A temporary Employee converted to a regular Employee, including temporary Employees who are 
active as of the effective date of this Agreement, will be credited for their cumulative time worked 
for NPR prior to their conversion date for purposes of determining benefit eligibility and vacation 
accrual. 
 

3. A temporary Employee who has completed three (3) months of service and who is then converted 
to a regular Employee shall not be subject to a probationary period. 

 
C. Information 

 
1. NPR shall notify NABET, in writing, within seven (7) days of: (a) the hiring of a temporary 

Employee (with such notice to include a copy of the temporary Employee’s offer letter); and (b) 
the conversion of a temporary Employee to a regular Employee. 
 

2. Temporary Employees shall be advised in writing at the time of hire of their assignment start date 
and anticipated end date. For all temporary assignments lasting longer than one (1) month, no later 
than two (2) weeks prior to the end of their assignment end date, the temporary Employee will be 
notified whether they will (a) be converted to a regular Employee, (b) end their temporary 
employment with NPR, or (c) have their temporary employment extended (and if so, they shall 
receive a revised assignment end date) so long as the extension does not exceed the nine (9) months 
of total accumulated service. 
 

3. NPR shall submit a quarterly temporary Employee report to NABET that includes the following 
information for each currently active temporary Employee: (a) the Employee’s name; (b) the 
Employee’s hourly rate of pay; (c) the Employee’s total compensation received from NPR in the 
current calendar year; and (d) the Employee’s total hours worked for NPR in the current calendar 
year. 
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ARTICLE 15 – GRANT FUNDED WORK 
 
A. Grant Funding for Employment. NPR creates and supports bargaining unit positions with funds from 

grants. The Union supports and encourages NPR’s use of grant funds and the following shall apply to 
Employees in grant-funded roles: 
 
1. All Employees in grant-funded roles shall be considered Regular or Temporary Employees and 

subject to all applicable Articles and benefits in this Agreement. 
 

2. If a Regular Employee accepts a different position that is grant-funded, the Employee shall continue 
to be a Regular Employee. 

 
B. Grant Funding for Third Parties. Grant funds may be used to engage third-parties for bargaining unit 

work consistent with Article 16 (Outside Contractors). 
 

ARTICLE 16 – OUTSIDE CONTRACTORS 
 
A. Outside Contractors 

 
1. NPR shall not subcontract in a manner that devitalizes the bargaining unit. After the Ratification 

Date, devitalization (in the context of NPR’s use of outside contractors) will be evaluated based on 
a totality of the circumstances, including, but not limited to: (a) the extent to which the size of the 
bargaining unit has decreased as a result of using contractors; (b) whether subcontracting provides 
for less expensive labor; (c) the need for contractors (including whether any specialized skills are 
needed); and (d) whether the use of contractors is similar to how NPR utilized contractors prior to 
the Ratification Date. 
 

2. NPR shall provide thirty (30) days’ notice to the Union (or as much notice as is practicable under 
the circumstances if thirty (30) days is not possible) before entering into a contract with a third 
party for work similar to that of bargaining unit employees. Such notice shall include a description 
of the project, the services sought in connection with that project, the anticipated time frame for 
services, and any contracted hourly wage rates for contractor personnel (if set forth in the contract). 

 
B. Code Contributions to NPR Applications by Outside Contractors 

 
1. NPR Software Applications are those that Employees will be responsible for deploying or 

maintaining. 
 

2. In the event that NPR contracts with a third party to contribute code to any NPR Software 
Applications, this code shall be reviewed by at least two (2) technical employees who will be 
responsible for deploying or maintaining it, at least one (1) of whom is a bargaining unit member, 
before deployment to production. Code contributions from outside contractors shall be subject to 
review at intervals substantially similar to those for applications developed internally. 
 

3. To ensure long-term support for NPR Software Applications without unduly burdening any single 
Employee, NPR shall make continual efforts to ensure that more than one Employee in the Software 
Engineering Career Track reviews the code contributed under a specific contract. 
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4. No Software Engineer shall be responsible for reviewing contributions from more than six (6) 
employees of an outside contractor in any sixty (60) day period. Software Engineers reviewing the 
work of outside contractors will not be asked to spend more time on reviews than Software 
Engineers of the same Grade reviewing the work of unit peers. 
 

5. NPR shall provide the Union with relevant and necessary information the Union requests to ensure 
compliance with this Article. 

 
C. Reviews of Outside Contractors Technical Design. In the event that NPR contracts with outside entities 

to produce technical designs, such technical designs shall be reviewed by at least two (2) technical 
employees with relevant areas of focus, at least one (1) of whom is a bargaining unit member. 
 

D. Contracting of Non-Strategic Design Work. Design strategy work will be done by NPR employees and, 
on occasion, in collaboration with an outside contractor. NPR may contract with outside entities to 
implement these strategies. 

 
ARTICLE 17 – WORK LOCATIONS 

 
A. Principles. NPR and the Union acknowledge and agree that hybrid and remote work are of primary 

importance to Employees, and that such work arrangements provide a significant benefit to Employees. 
 

B. Work Location Designations 
 

1. On-Site Roles. The essential aspects of an On-Site Role include duties that are better performed 
on-site at an NPR facility in order to promote high quality content and operational excellence. An 
Employee in an On-Site Role is expected to routinely work on-site at their assigned NPR facility. 
 

2. Hybrid Permitted Roles 
 
a. An Employee in a Hybrid Permitted Role is expected to work on-site at their assigned NPR 

facility at least ten (10) days a year. While an Employee in a Hybrid Permitted Role may choose 
to work on-site as frequently as they would like, no Employee in a Hybrid Permitted Role shall 
be required to work from an NPR facility more than fifty-two (52) days per calendar year, 
except for Employees within the Digital Content and Podcast Operations Career Track, who 
shall not be required to work from an NPR facility more than 125 days per calendar year. The 
supervisor of an Employee in a Hybrid Permitted role shall determine which days they are to 
work on-site in order to meet operational demand, but (i) NPR shall use reasonable efforts to 
take into account an Employee’s preference for their on-site dates; and (ii) NPR shall use all 
efforts to ensure that an Employee’s on-site days remain consistent, barring any unforeseen 
operational or staffing issues. For their remaining workdays, an Employee in a Hybrid 
Permitted Role shall have the option of working remotely from a location of their choosing 
within the United States that is supported by NPR, working from their assigned NPR facility, 
or a combination of both. 
 

b. For Employees in the DevOps Career Track, on-site work is limited to the repair and 
maintenance of NPR equipment and their other duties may be performed remotely. 
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c. NPR and the Union agree that for Employees in Hybrid Permitted Roles who, prior to the 
ratification of this Agreement, did not live within a reasonable commuting distance from their 
assigned NPR facility and had no regularly scheduled on-site work days at their assigned NPR 
facility, their existing work location arrangement will be maintained. While such an Employee 
will not be expected to work on-site at their assigned NPR facility at least ten (10) days a year, 
NPR may assign such an Employee to work on-site for a short duration, consistent with this 
Section B(2)(c) and Section B(2)(d) below; in any such situation. NPR shall use reasonable 
efforts to notify these Employees at least seventy-two (72) hours in advance of any such 
required on-site shifts, including the anticipated duration of any such shifts, and any travel 
expenses incurred by an Employee for such work shall be reimbursed pursuant to Article 19 
(Travel). When practicable, NPR shall provide up to five (5) business days advance notice to 
the Employee. No Employee shall be subject to discipline if they, using reasonable efforts, are 
unable to work on-site under this Section B(2)(c) if the Employee did not receive at least 
seventy-two (72) hours advance notice. 
 

d. Notwithstanding the foregoing, NPR may assign an Employee in a Hybrid Permitted Role to 
work on-site more frequently for a short duration (generally no more than a week at a time) 
due to short-term business necessities (such as, coordinating a special coverage event, 
attending/supporting a Board meeting or an event such as the Tiny Desk Festival, or escorting 
outside media). NPR shall use reasonable efforts to notify an Employee at least seventy-two 
(72) hours in advance of any such additional required on-site shifts, including the anticipated 
duration of any such shifts. When practicable, NPR shall provide up to five (5) business days 
advance notice to the Employee. In the event that: (A) NPR fails to provide this seventy-two 
(72) hours advance notice of an on-site shift to an Employee, (B) the Employee notifies their 
supervisor that they are not currently within a reasonable commuting distance to their assigned 
NPR facility; and (C) NPR still assigns the Employee to such additional required on-site shift, 
any travel expenses beyond normal commuting costs incurred by an Employee for such on-site 
work shall be reimbursed pursuant to Article 19 (Travel). No Employee shall be subject to 
discipline if they, using reasonable efforts, are unable to work on-site under this Section B(2)(d) 
if the Employee did not receive at least seventy-two (72) hours advance notice. 
 

e. Each Employee in a Hybrid Permitted role shall be eligible for temporary or permanent desk 
assignment through the procedures specified in Section E below. 

 
3. Remote Permitted Roles 

 
a. An Employee in a Remote Permitted Role shall have the option of (i) working remotely from 

a location of their choosing within the United States that is supported by NPR; (ii) working 
from one of NPR’s facilities (based on the availability of desks and approval from NPR, which 
shall not be unreasonably withheld); or (iii) a combination of both, at their sole discretion. An 
Employee working in a Remote Permitted Role will provide their supervisor with a written 
description of their general plan and cadence for where they will be working (such as by email 
or by completing a DWA (as described in Section D below)), and if routinely working remotely, 
must update NPR’s People Team of any change to their regular remote work location. 
 

b. Notwithstanding the foregoing, NPR may assign an Employee in a Remote Permitted Role to 
work on-site for a short duration (generally no more than a week at a time) due to short-term 
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business necessities (such as coordinating a special coverage event, or attending/supporting a 
Board meeting or an event such as the Tiny Desk Festival). NPR shall use reasonable efforts 
to notify an Employee at least seventy-two (72) hours in advance of any such required on-site 
shifts, including the anticipated duration of any such shifts, and any travel expenses incurred 
by an Employee for such work shall be reimbursed pursuant to Article 19 (Travel). When 
practicable, NPR shall provide up to five (5) business days advance notice to the Employee. 
No Employee shall be subject to discipline if they, using reasonable efforts, are unable to work 
on-site under this Section B(3)(b) if the Employee did not receive at least seventy-two (72) 
hours advance notice. 

 
4. Remote Required Roles. An Employee in a Remote Required Role is expected to regularly work 

remotely from an NPR-designated location within the United States. 
 

C. Classifications 
 
1. Applicable Classifications 

 
Work Location Designation Applicable Career Tracks 

  
 

On-Site Roles 
 

 
None 

 

Hybrid Permitted Roles 

 
Digital Content and Podcast Operations 

DevOps 
--- 

In addition, the Communications and Media Relations 
roles within the Communications and Marketing 

Career Track 
 

Remote Permitted Roles 

 
Audience Insights 

Brand Design 
Business Partnerships 

Communications and Marketing Project Management 
Mobile and Voice Software Engineering 

Product Design 
Product Management 
Software Engineering 

Test Engineering 
--- 

In addition, the Marketing, Audience Relations, and 
Talent Relations and Events roles within the 

Communications and Marketing Career Track 
 

Remote Required Roles None 
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2. New Classifications and Adjustments 
 
a. NPR may create new classifications within the bargaining unit as described in Article 3 

(Management Rights). NPR shall decide the work location designation for the newly created 
classification and notify the Union of this decision before any Employee begins work in that 
classification. 
 

b. No changes to a job classification’s work location designation (as set forth in Section C(1) of 
this Article) shall be implemented without mutual agreement by the Parties, which shall not be 
unreasonably withheld. 

 
c. If NPR wishes to propose changes to the work location designation of any job classification, 

the following will apply: 
 

i. Any proposal to change a work location designation must be based on operational 
requirements. 
 

ii. NPR does not intend to propose any changes to the work locations designation of any job 
classification before November 8, 2024. 

 
iii. NPR shall provide notice to the Employees who would be affected by the proposed change 

and to the Union at least six (6) months in advance of the proposed effective date. 
Following such notice, discussions between NPR and the Union will include the 
operational reasons leading up to the proposed change and how to limit the impact of any 
such change (e.g., limiting the proposed change to a specific role or roles, or only for a 
specific period of time). In the event the proposed change only impacts an open position to 
be posted (i.e., there is no affected Employee), the notice period shall be thirty (30) days, 
unless such deadline is extended in writing by mutual agreement. 

 
iv. In the event an Employee is required to relocate as a result of the change to the work 

location designation for their job classification, such relocation shall be governed by 
Article 18 (Relocation). 

 
v. A regular Employee who chooses to resign their employment as a result of a change to 

their work location designation shall be eligible for severance benefits as provided in 
Article 34 (Layoffs / Reductions in Force), subject to the conditions of Article 34(B)(4). 

 
NPR acknowledges and agrees that hybrid and remote work are of primary importance to 
Employees and that such work arrangements provide a significant benefit to Employees. For those 
reasons, nothing in this Article shall be construed to allow NPR to change the work location 
designation for more than ten percent (10%) of the bargaining unit Employees during the life of 
this Agreement (through reaching a mutual agreement), unless otherwise agreed to by the Union. 

 
D. Dynamic Work Arrangements. Dynamic Work Arrangement documents (hereafter “DWAs”) are 

written plans either between an Employee and NPR or between teams within NPR. Individual DWAs 
may include information such as how, where, and when an Employee will perform various tasks 
associated with their role. Team DWAs shall be limited to the topics listed below: 
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• On-site Days: Documenting preferred days for on-site collaboration. For teams which consist 
entirely of Hybrid Permitted or On-Site Roles, these days shall be chosen with consistency in mind 
as detailed by Section (B)(2)(a). 
 

• Communication: Suggested best practices and preferred tools for synchronous coordination among 
team members. 
 

• Knowledge Sharing: Suggested best practices and preferred tools for documenting technical and 
business processes, and for maintaining systems of record. 

 
DWAs do not constitute agreements between the Union and NPR, do not constitute waivers of the 
Union’s right to bargain over any terms and conditions of employment, and do not augment or 
supersede this Agreement in any way. When developing team-wide DWAs: supervisors shall (1) 
consult with members of their team; and (2) give each team member an opportunity to comment on the 
then-current DWA at least once annually, as well as new Employees when joining the team. 
 

E. Desk Allocation and Office Supplies 
 

1. Desk Allocation 
 
a. “Consistent Office Workers” are Employees who choose to regularly work from an NPR 

facility three (3) or more days a week on a consistent basis, regardless of their work location 
designation. Consistent Office Workers are entitled to an assigned desk at their primary NPR 
facility. 
 

b. All other Employees (those regularly working on-site at an NPR facility fewer than three (3) 
days a week) may work from a flex desk when working at an NPR facility. Reservable flex 
desks may be booked in advance using NPR’s online conference room booking system. NPR 
will also make available “touchdown” flex desks that will be non-reservable and available daily 
on a first come, first served basis. 

 
2. Office Supplies 

 
a. An Employee who elects to work outside of an NPR facility full-time and who has not 

previously received a reimbursement for a desk, is eligible for a one-time Workplace Setup 
Allowance of up to the greater of: (i) Two Hundred Dollars ($200.00); or (ii) a different amount 
provided for under either NPR company policy or another collective bargaining agreement to 
which NPR is bound. An Employee in a Remote Permitted Role or Remote Required Role in 
California, Illinois, Montana, North Dakota, Washington, D.C., or Seattle, Washington, may 
submit reasonable and necessary expenses in excess of the Workplace Setup Allowance for 
reimbursement. Employees in Remote Permitted Roles and Remote Required Roles in all other 
locations may submit for reimbursement if such costs were approved in advance by their 
supervisor. 
 

b. Employees may be reimbursed for office supplies purchased for their home office, in 
accordance with Expense Reimbursement Policy and Procedures. Purchases in excess of Fifty 
Dollars ($50.00) require advance approval from the Employee’s supervisor. Employees in 
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California, Illinois, Montana, North Dakota, Washington, D.C., or Seattle, Washington shall 
be reimbursed for all reasonable and necessary expenses, but such expenses over Fifty Dollars 
($50.00) must be approved by their supervisor in advance so that NPR may determine the 
reasonability and necessity of the expense. 

 
c. All Employees who are working in a Hybrid Permitted or Remote Permitted Role and who 

choose to work remotely at least part of the time will be responsible for providing their own 
high-speed internet service that provides the appropriate bandwidth required for their job duties 
while they work remotely. 

 
F. In-Person Retreats, Training, and Group Work Sessions at an NPR Facility. From time to time, NPR 

may organize in-person retreats, training, or group work sessions that Employees are asked to attend. 
NPR may not require any Employee in a Remote Permitted Role or Remote Required Role to attend in 
person more than one (1) such event per calendar year. NPR may not unreasonably deny requests to 
attend such events remotely. NPR shall provide Employees as much advance notice as possible of such 
events, and in no event less than fifteen (15) calendar days’ notice. Any travel expenses incurred by 
Employees to attend such events shall be reimbursed pursuant to Article 19 (Travel) and the Retreats 
provision within Article 25 (Employee Initiative Time). 

 
ARTICLE 18 – RELOCATION 

 
A. Notice. In the event NPR requires an Employee to change place of residence, NPR will inform the 

affected Employees and NABET of the decision at least three (3) months in advance of the relocation 
and will discuss issues relevant to the relocation with NABET and the Employee during such notice 
period. 
 

B. Moving Expenses. In the event NPR requires an Employee to change place of residence, NPR shall pay 
or reimburse reasonable and authorized moving expenses, which are defined as follows: (1) any lost 
security deposits, broken lease fees, replacement tenant search fees arising solely from NPR’s request 
that the Employee relocate; (2) a pre-move scouting trip for one (1) person of up to one (1) week; (3) 
packing services; (4) moving of household goods, office and technical equipment, including cash 
gratuity; (5) reasonable en route expenses for food, lodging if necessary, and transportation (gas, oil, 
and tolls); and (6) payment for such expenses incurred in compliance with NPR’s Expense 
Reimbursement Policy and Procedures. 

 
C. Relocation Option. Any Employee required to change place of residence under this Section who resigns 

rather than moves, or who is terminated for refusal to move, is treated as if laid off pursuant to Article 
34 (Layoffs / Reductions in Force) of this Agreement. 

 
ARTICLE 19 – TRAVEL 

 
A. Business Travel Payment. Employees whose duties require them to travel will be granted, at NPR’s 

option, either (a) access to a corporate credit card (a “Corporate Card”), or (b) a one-time advance ahead 
of a business trip (an “Advance”). A Corporate Card or Advance may only be used for reasonable and 
authorized business travel expenses, consistent with NPR’s Expense Reimbursement Policy and 
Procedures (the “NPR Expense Policy”). Employees shall provide appropriate documentation to 
substantiate the use of a Corporate Card or Advance in accordance with the NPR Expense Policy. The 
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availability of access to a Corporate Card does not preclude an Employee from using a personal credit 
card and seeking reimbursement under Section B below. Employees who do not travel frequently may 
request access to a Corporate Card or an Advance ahead of business travel, which request shall not be 
unreasonably denied. Requests for access to a Corporate Card or an Advance may be made via a 
standardized and accessible form to be created by NPR. For requests made at least twenty-eight (28) 
days in advance of required travel, NPR must approve or deny any such request within fourteen (14) 
days of the required travel. For requests made less than twenty-eight (28) days in advance of the 
required travel, NPR must approve or deny any such request promptly. 
 

B. Travel Reimbursement. Employees will be reimbursed in accordance with the NPR Expense Policy for 
all reasonable and authorized out-of-pocket expenses incurred in the performance of assigned duties. 
Under the current NPR Expense Policy, expense reimbursement claims are to be submitted within thirty 
(30) calendar days after the costs are incurred or the end of the trip. NPR will respond to requests for 
reimbursement within ten (10) business days and will reimburse all properly documented business 
travel expenses within fifteen (15) business days of the approval of such requests for reimbursement. 
When an Employee is assigned temporarily to an overnight location away from their place of residence, 
NPR will provide reimbursement for a single-occupancy room in a standard commercial hotel (or 
equivalent) accommodation. 

 
C. Use of Personal Automobile. When Employees use their personal automobiles for NPR business travel, 

NPR will reimburse mileage (which accounts for gas), parking, tolls, etc. NPR will periodically notify 
Employees of the standard mileage reimbursement rate. When an Employee is operating a personal 
vehicle while on NPR business, the Employee’s personal auto insurance is primary for any losses; 
however, NPR will reimburse Employees upon submission of proper documentation for deductibles up 
to One Thousand Dollars ($1,000.00) for each single occurrence of damage to a personal vehicle while 
on official NPR business. In addition, NPR’s insurance will provide coverage for losses in excess of 
personal auto liability insurance limits as long as the vehicle was being used for NPR business at the 
time of the loss. If the Employee’s personal auto insurance denies coverage due to the fact the Employee 
was on a work assignment, then a claim will be filed under NPR’s insurance per this Article. 

 
D. Travel Insurance. NPR will provide travel and hazard insurance, including coverage for damage or loss 

of personal property, for Employees who are traveling for business as assigned by NPR in accordance 
with NPR’s insurance policies or as otherwise required by applicable law. 

 
ARTICLE 20 – BENEFITS 

 
A. Vacation Leave 

 
1. Vacation Leave Accrual 

 
a. Vacation leave shall accrue as follows: 
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Years of Continuous Service 

 

Rate of Accrual for  
Full-Time Employees 

  
 

upon initial hire 
 

fifteen (15) days/year 
4.65 hours/pay period 

 
beginning with the fourth (4th) year 

 

twenty (20) days/year 
6.15 hours/pay period 

 
beginning with the tenth (10th) year 

 

twenty-five (25) days/year 
7.70 hours/pay period 

 
beginning with the seventeenth (17th) year 

 

thirty (30) days/year 
9.23 hours/pay period 

 
b. Eligible part-time Employees will accrue vacation leave as follows: 

 
i. part-time Employees who are regularly scheduled to work between thirty (30) and thirty-

nine (39) hours per week will receive the same vacation leave accrual as full-time 
Employees; and 
 

ii. part-time Employees who are regularly scheduled to work between twenty (20) and twenty-
nine (29) hours per week will receive one-half (1/2) the vacation leave accrual as full-time 
Employees. 

 
Part-time Employees who are regularly scheduled to work fewer than twenty (20) hours per 
week do not accrue vacation leave. 
 

c. For California-based Employees, vacation leave accrual is capped at a rate of one and one-half 
(1.5) times the Employee’s annual accrual rate. For example, an Employee who accrues 
vacation leave at a rate of twenty (20) days per year would have an accrual cap of thirty (30) 
days. Once a California-based Employee reaches the accrual cap, the Employee will not accrue 
any more vacation leave unless and until either: (i) the Employee uses enough vacation leave 
to bring their total accrued and unused vacation leave below the accrual cap, or (ii) the 
Employee advances to a higher accrual cap based on their years of continuous service. 

 
2. Vacation Leave Use and Reporting 

 
a. Employees must obtain advance approval from their supervisor to use vacation leave. 

Employees who give at least thirty (30) calendar days’ notice to their supervisor requesting to 
use vacation leave will receive a response to their request within seven (7) calendar days. 
Employees who give less than thirty (30) calendar days’ notice will receive a response 
promptly. While NPR shall not unreasonably deny requests for vacation leave, NPR has the 
discretion to deny vacation leave requests if the timing of the requested vacation cannot be 
accommodated based on operational and staffing needs. 
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b. Employees must accurately report approved vacation leave used under this Article on their 
timesheet on the days in which the vacation leave is taken. 

 
3. Vacation Leave Carryover. Employees may carry over from one calendar year to the next no more 

than 160 hours of vacation leave (unless otherwise required by law, such as for California-based 
Employees who are not subject to any annual carryover cap). If an Employee has not had sufficient 
time to use their accrued vacation or has otherwise been unable to use their accrued vacation during 
the year, the Employee’s division leader shall authorize carryover hours exceeding 160 to be carried 
forward on the condition that the hours in excess of 160 must be used within six (6) months of the 
carryover. 
 

4. Vacation Leave Payout. Upon an Employee’s separation from NPR (including in the event of a 
resignation or an involuntary termination), the Employee shall be paid out any unused accrued 
vacation leave up to a maximum of 160 hours (unless otherwise required by law, such as for 
California-based Employees who will receive pay for any accrued, unused vacation leave without 
a payout cap). 

 
B. Sick and Safe Leave 

 
1. NPR provides Employees with sick and safe leave to be used when Employees are unable to work 

due to personal or family illnesses or injuries, reasons related to domestic violence, sexual assault, 
stalking, harassment, or for other reasons covered by applicable paid sick and safe leave laws. 
Employees may contact their People Partner if they have any questions about when sick and safe 
leave may be used. 
 

2. Sick and Safe Leave Accrual 
 
a. Full-time Employees and part-time Employees who are regularly scheduled to work between 

thirty (30) and thirty-nine (39) hours per week shall accrue ten (10) days of sick and safe leave 
per year, accrued at approximately 3.08 hours per pay period. 
 

b. Part-time Employees who are regularly scheduled to work between twenty (20) and twenty-
nine (29) hours per week shall accrue five (5) days of sick and safe leave per year (unless 
otherwise required by applicable law), accrued at approximately 1.53 hours per pay period. 

 
c. Part-time Employees who are regularly scheduled to work fewer than twenty (20) hours per 

week shall accrue sick and safe leave at the rates required by any applicable law. 
 
d. As part of its annual benefits review, NPR will consider whether to provide additional sick and 

safe leave to full-time and part-time employees. If NPR increases sick and safe leave for non-
executive administrative employees of NPR or another NPR bargaining unit, then it shall 
provide the same increase to Employees.  

 
3. Sick and Safe Leave Use and Reporting 

 
a. When the need to use sick and safe leave is foreseeable (such as for prescheduled medical 

appointments), Employees must provide reasonable advance notice to their supervisor for any 
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absence from work. When the need to use sick and safe leave is not foreseeable, Employees 
must provide notice to their supervisor of the need to use such time as soon as practicable. NPR 
may require that an Employee who requests more than three (3) consecutive workdays of sick 
leave to provide a reasonable certification (such as a signed document from a healthcare 
provider) of the reason for the leave, consistent with applicable law. 
 

b. Employees must accurately report vacation leave used under this Article on their timesheet 
during the pay period in which the vacation leave is taken. 

 
4. Sick and Safe Leave Carryover. Accrued and unused sick and safe leave may be accumulated and 

carried over from year to year without limit. 
 

5. Accrued and unused sick and safe leave will not be paid out upon an Employee’s separation of 
employment from NPR for any reason. 

 
C. Wellness 

 
1. Fitness. If NPR (or a third party on NPR’s behalf) maintains a gym at NPR’s Headquarters, NPR 

shall provide gym membership and access to Employees at the same cost as it provides to non-unit 
NPR employees. 
 

2. Breastfeeding Accommodations. Breastfeeding parents in hybrid-permitted roles (as defined in 
Article 17 (Work Locations)) may, upon the Employee’s request, have their role be temporarily 
designated as remote-permitted for eighteen (18) weeks from their return to work following 
parental leave. Following their role’s re-designation to hybrid-permitted after this period, the 
Employee may, upon their request, be required to be on-site for no more than one half the amount 
of their typical on-site schedule for an additional four (4) weeks, prior to returning to their normal 
on-site schedule. 
 

3. Mindfulness. NPR shall make access to mindfulness/emotional health services (such as Talkspace) 
available to Employees. Access to such services will be at no additional cost to Employees, but will 
be subject to the same session limits as similar services provided through the Cigna Employee 
Assistance Program (EAP). 

 
D. Technology 
 

1. Home Office / Remote Office Access. NPR shall provide Employees in remote required roles (as 
defined in Article 17 (Work Locations)) with a stipend of at least One Hundred Fifty Dollars 
($150.00) per month to either maintain a home office or for access to a remote office (such as co-
working space). 
 

2. Two-Factor Authentication. So long as NPR’s access management vendor (which is currently Okta) 
supports the use of physical two-factor authentication devices (for example, a YubiKey), NPR shall 
make such devices available to Employees upon their submission of a request for the device. 
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E. Healthcare 
 

1. Eligibility 
 
a. Health, dental, and vision benefits (collectively, “Benefit Plans”) will be made available to 

Employees to the extent and on the same terms and conditions as such Benefit Plans are made 
available to administrative employees of NPR. 
 

b. Both regular and temporary part-time Employees regularly scheduled to work thirty (30) or 
more hours a week will be treated as regular full-time Employees under NPR’s Benefit Plans 
and will be eligible to participate in such plans on the same basis as regular full-time Employees 
so long as they continue to be regularly scheduled to work thirty (30) or more hours a week. 

 
c. All bargaining unit Employees who are eligible for and elect to participate in NPR’s Benefit 

Plans shall be eligible to enroll in NPR’s Benefit Plans on the first day of the calendar month 
following the Employee's date of hire. 

 
2. Modifications. NPR shall have the right to implement a change, modification, or elimination in the 

Benefit Plans and associated benefits so long as such change, modification, or elimination applies 
to all administrative employees of NPR and does not otherwise violate the terms of this Agreement. 
 

3. Premiums 
 
a. NPR shall maintain, as its goal, to assume approximately seventy percent (70%) of the Benefit 

Plans premium costs when averaged across all tiers of the Benefit Plans it offers, with 
Employees assuming the remainder of such costs. 

 
b. Notwithstanding the above, NPR will make all reasonable efforts to ensure that during each 

calendar year there is at least one (1) single or single-plus-one medical plan option available to 
Employees for which NPR assumes approximately eighty-five percent (85%) of the medical 
plan’s premium costs, with Employees who elect that medical plan option assuming the 
remainder of such costs. 

 
4. Health Spending. NPR shall incorporate health care plans that make health savings accounts (HSA) 

and flexible spending accounts (FSA) available to Employees. 
 

5. Coverage Map. If NPR’s health benefit providers reduce their service coverage map within the 
United States and such reduction would impact an Employee’s benefits eligibility at their then-
current work location, NPR and the Union will bargain the impact on the Employee. 

 
F. Retirement Plan 

 
1. Employer Contributions. Upon an Employee’s completion of two (2) years of employment with 

NPR (with at least 1,000 hours worked in each year) NPR shall begin contributing to the NPR 
Retirement Plan (the “Retirement Plan”) on behalf of each eligible Employee on the same basis as 
NPR contributes for non-executive administrative employees. 
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2. Notwithstanding Section F(1) above, by no later than January 1, 2024, NPR will contribute to the 
Retirement Plan on behalf of each participant Employee on the same basis as NPR contributes for 
either (a) non-executive administrative employees of NPR or (b) NPR employees covered by 
another collective bargaining agreement to which NPR is bound, whichever is greater. 
 

3. Retirement Plan Changes. The Retirement Plan may be amended consistent with the terms of the 
Retirement Plan and applicable law. NPR has the right to make Retirement Plan design changes 
and to make changes in investment managers or investment options for the Plan, so long as such 
changes or amendments do not contradict the requirements of this Agreement. 

 
G. Unexpected Occurrences 

 
1. Life Insurance 

 
a. NPR shall provide life insurance in an amount equal to at least one-and-one-half (1.5) times an 

Employee’s annualized base pay to each eligible Employee. 
 

b. Notwithstanding Section G(1)(a) above, by no later than January 1, 2024, NPR shall provide 
life insurance to bargaining unit Employees in an amount equal to at least two and one-half 
(2.5) times an Employee’s annualized base pay, up to the maximum benefit cap of Five 
Hundred Thousand Dollars ($500,000.00). 

 
2. Long Term Disability Insurance. NPR will provide full-time Employees with access to long term 

disability insurance coverage (through a third party, such as Lincoln Financial Group). When such 
coverage is approved by the third party, it provides a cash benefit of sixty percent (60%) of an 
Employee’s monthly salary (up to Ten Thousand Dollars ($10,000.00) per month), beginning after 
the end of the Employee’s short-term disability coverage or a period of ninety (90) days of 
disability, whichever is greater. 
 

3. Family Care. NPR shall make available subsidized family care services (such as through Care.com) 
to Employees including, but not limited to, childcare, eldercare, and pet care. 

 
H. Conditions. All other benefit plans offered by NPR to non-executive administrative employees and that 

are not referenced in this Article (or elsewhere within the Agreement) shall be made available to 
Employees to the extent and on the same terms and conditions as such benefits are made available 
during the term of this Agreement to non-executive administrative employees of NPR. 

 
ARTICLE 21 – PARENTAL, BEREAVEMENT, AND OTHER LEAVES 

 
A. Parental Leave 
 

1. Regular Employees (full-time and part-time) shall be eligible, as of their date of hire, for twenty 
(20) weeks of paid parental leave in the twelve (12) months following the birth, adoption, foster, 
or other placement of a child to bond with the new child. 
 

2. Upon the birth, adoption, foster, or other placement of a child, an Employee shall be provided a 
total of twenty-six (26) weeks of job-protected parental leave, affording the Employee the same 
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level of job protection as if the Employee were on FMLA-qualifying leave (whether or not the 
leave is FMLA-qualifying). Such job-protected parental leave covers: (a) the twenty (20) weeks of 
paid parental leave to bond with a new child (as described in Section A(1) above); and (b) up to six 
(6) weeks of additional paid or unpaid time away from work. 

 
3. An eligible Employee who lives in a state or district with statutory paid leave/disability programs 

(such as the District of Columbia, California, and New York) may qualify to receive additional 
government benefits under these programs during a portion of their parental leave. Any applicable 
government leave benefits cannot be applied to extend the duration of paid parental leave beyond 
the twenty (20) weeks. 
 

4. An Employee who gives birth may use accrued and available sick leave to cover any period they 
are medically unable to work due to pregnancy and/or childbirth, before beginning paid parental 
leave. Such Employee may be eligible to apply for short term disability benefits to cover any period 
they are medically unable to work due to pregnancy and/or childbirth. The Employee may 
supplement short-term disability benefits with available sick leave or other available forms of leave 
consistent with the terms of the applicable leave policy to provide a total of up to 100% of base 
pay, or may choose not to apply for short-term disability benefits and to use available sick leave 
during the period of medical inability to work. 
 

5. An Employee who is needed to care for the parent of their child who gave birth, may use accrued 
and available sick leave to care for the parent for the period of medical disability, before beginning 
paid parental leave. 
 

6. An Employee may use any accrued and available vacation, personal leave, and/or any other accrued 
and available paid leave for parental leave taken beyond the twenty (20) weeks of NPR paid 
parental leave. Sick leave cannot be applied during this period after exhaustion of the twenty (20) 
weeks of paid parental leave unless the leave is taken for a reason covered under NPR’s Sick & 
Safe Leave Policy. Any leave taken beyond twenty-six (26) weeks will not be job protected leave, 
subject to applicable law. 
 

7. If an NPR observed holiday occurs while an Employee is on paid parental leave, paid parental leave 
will continue to cover the period of leave, including the holiday. Holidays occurring during the 
period(s) of paid parental leave will not extend the total paid parental leave entitlement of twenty 
(20) weeks. 
 

8. Paid parental leave must be taken in one (1) or two (2) continuous blocks of time within twelve 
(12) months of the birth, adoption, foster, or other placement of a child. 
 

9. Employees receive paid parental leave in weekly increments based on their regularly scheduled 
number of work hours (e.g., a full-time, forty (40) hour per week employee is eligible for twenty 
(20) weeks at forty (40) hours per week, and a part-time, thirty (30) hour per week employee is 
eligible for twenty (20) weeks at thirty (30) hours per week). An eligible Employee must take their 
paid parental leave based on their regularly scheduled work hours. For example, an Employee 
regularly scheduled to work forty (40) hours a week cannot draw down their paid parental leave at 
a reduced rate of thirty (30) hours a week. 
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10. For additional information about benefits coverage during parental leaves that extend beyond 
twenty-six (26) consecutive weeks, Employees may contact NPR’s Benefits Department or refer to 
NPR’s updated Paid Parental Leave Policy. 

 
B. Bereavement Leave 

 
1. Regular Employees (full-time and part-time) and temporary Employees regularly scheduled to 

work thirty (30) or more hours per week are eligible for paid bereavement leave. 
 

2. Eligible Employees may take up to five (5) days of paid bereavement leave to grieve the loss of a 
family member and/or make any necessary arrangements due to a family member’s death. For 
purposes of NPR’s bereavement leave policy, “family member” means an eligible Employee’s 
spouse or domestic partner, child, parent, grandparent, grandchild, sibling, all such relationships 
that may exist through marriage or domestic partnership, and any individual related by blood or 
affinity whose close association with the Employee is the equivalent of a family relationship. 
 

3. Eligible Employees may also take up to five (5) days of paid bereavement leave and, where 
applicable, sick leave when they suffer a miscarriage, stillbirth, or other pregnancy loss, a failed 
adoption arrangement, a failed surrogacy arrangement, or an unsuccessful assisted reproductive 
technology procedure. For the avoidance of doubt, this provision applies in the event an 
Employee’s partner suffers a pregnancy loss. 
 

4. Employees who need bereavement leave in excess of five (5) days per loss may, with the advance 
approval of their supervisor, draw upon their other available accrued leave. 
 

5. NPR may request reasonable documentation for any bereavement leave. 
 

6. Bereavement leave should be recorded on the Employee’s time sheet under NPR’s bereavement 
leave pay code. 

 
C. Other Leaves of Absence. Employees are eligible for other leaves of absence provided in the NPR 

Employee Handbook on the same basis and under the same conditions as other NPR employees, or as 
provided in other provisions of this Agreement. 

 
ARTICLE 22 – HOLIDAYS AND PERSONAL LEAVE 

 
A. Other Holidays and Cultural Observances. NPR and the Union acknowledge and are committed to 

supporting the diverse religious and cultural observances for NPR employees throughout each year. 
NPR will make every reasonable effort to grant floating holiday (as described in Section B(2) below) 
and other leave requests for religious and cultural observances that are not Company Holidays (as such 
term is defined in Section B(1) below) in recognition of this commitment and in accordance with any 
applicable local, state, or federal law. The following Article shall be carried out in accordance with this 
commitment to cultural and religious inclusion. 
 

B. Holidays 
 

1. Company Holidays 
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a. NPR provides ten (10) paid holidays (“Company Holidays”), plus one (1) paid floating holiday 
for eligible Employees as described in Section (B)(2) below. The ten (10) Company Holidays 
are: New Year’s Day, Martin Luther King Jr. Day, Memorial Day, Juneteenth, Independence 
Day, Labor Day, Indigenous Peoples’ Day, Thanksgiving Day, the day following Thanksgiving 
Day, and Christmas Day. 
 

b. Unit Employees may request to work on the day that NPR observes New Year’s Day and/or 
Christmas Day (and not receive holiday pay or applicable holiday premiums for that day), and 
instead select an alternate day (that is not included in NPR’s Company Holidays) to receive as 
a paid holiday. Requests to observe an alternate day under this Section B(1)(b) will follow the 
same use procedure as requesting to use the Floating Holiday as described in Section B(2)(b) 
below. NPR will make every reasonable effort to grant any such request. 

 
2. Floating Holiday 

 
a. Effective January 1, 2024, all regular employees and temporary employees who are regularly 

scheduled to work thirty (30) or more hours a week will receive one (1) paid floating holiday 
per calendar year, in addition to NPR’s ten (10) paid Company Holidays. Eligible Employees 
will receive one (1) floating holiday on January 1 of each calendar year. Employees who begin 
employment at NPR between January 1 and June 30 of any calendar year shall receive one (1) 
floating holiday upon their date of hire. No Employee shall receive more than one (1) floating 
holiday in any calendar year. 
 

b. Use 
 

i. Employees who give at least fourteen (14) calendar days’ notice to their supervisor 
requesting to use their floating holiday (for either a specific day off, or for a narrow range 
of specific dates that an upcoming religious or cultural observance is expected to fall 
within) will receive a response to their request within seven (7) calendar days. The 
Employee shall not be required to specify the observed holiday (just the specific date or 
narrow range of specific dates). If the Employee is required to work on their requested 
floating holiday (either because the initial request was denied, or because the initial request 
was accepted but NPR later required the Employee to work due to unforeseen operational 
or staffing needs), then the Employee may choose between: 
 
• being paid as if they had worked on an NPR-observed Company Holiday (in 

accordance with Article X(C)(2)) for the work the Employee performed on their 
requested floating holiday; in such a situation, the Employee will not receive an 
additional floating holiday that calendar year; or 
 

• withdrawing their request, retaining their floating holiday for use on another date in 
the calendar year. 

 
ii. Employees who give less than fourteen (14) calendar days’ notice requesting to use their 

floating holiday will be responded to promptly. If the Employee is required to work on 
such a requested floating holiday, the Employee will be able to request an alternative 
floating holiday during that calendar year pursuant to Section B(2)(b)(i) of this Article or 
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this Section B(2)(b)(ii), until the Employee is, during the calendar year, granted the 
requested floating holiday, or paid holiday pay for working on the requested floating 
holiday as provided in Subsection B(2)(b)(i) of this Article. 

 
iii. Unused floating holidays will not carry over year-to-year and are not eligible for payout 

upon termination, subject to applicable law. 
 

iv. All eligible Employees must accurately record any floating holidays used under this Article 
in NPR’s time reporting system. 

 
c. In certain years, New Year’s Day, Juneteenth, Independence Day, and/or Christmas Day may 

fall on a Saturday or Sunday. When that happens, if the holiday falls on a Saturday, the holiday 
will be observed by NPR on the Friday before the holiday, and if the holiday falls on a Sunday, 
the holiday will be observed by NPR on the Monday after the holiday. 

 
C. Work on Company Holidays 

 
1. NPR has the right to require Employees to work on a holiday for operational reasons. 

 
2. Hours worked on an NPR-observed Company Holiday by Hourly Employees (as defined in Article 

12 (Hours of Work and Overtime)) shall be compensated at two and one-half (2.5) times the 
Employee’s base rate of pay (pay for work on a holiday). Salaried Employees (as defined in Article 
12 (Hours of Work and Overtime)) whom NPR assigns or schedules to work on an NPR-observed 
Company Holiday will be paid their regular daily salary for their work on the NPR-observed 
Company Holiday and, in addition, will be paid in an amount equal to one and one-half (1.5) times 
their rate of pay for the hours worked on that NPR-observed Company Holiday. 
 

3. When the NPR-observed Company Holiday is not the actual holiday (such as, in certain years, New 
Year’s Day, Juneteenth, Independence Day, and/or Christmas Day), an Employee who is assigned 
to work on both the NPR-observed Company Holiday and the actual holiday shall receive pay for 
work on a holiday for only one (1) of those days (either the NPR-observed Company Holiday or 
the actual holiday) to be selected by the Employee in advance of the first of the two (2) days. The 
Employee must clearly note on their time sheet the day they choose to count as their paid holiday 
by entering holiday time for that day. Employees will not receive holiday pay for both the NPR-
observed holiday and the actual holiday. 
 

4. When the NPR-observed Company Holiday is not the actual holiday (such as, in certain years, New 
Year’s Day, Juneteenth, Independence Day, and/or Christmas Day) and an Employee works on the 
actual holiday (but not on the NPR-observed Company Holiday), then the hours worked on the 
actual holiday shall be deemed to be hours worked on an NPR-observed Company Holiday. In such 
a case, the Employee shall not receive the NPR-observed Company Holiday, and the Employee 
shall not be covered by Section D below. 
 

D. Company Holidays Falling on a Day Off. If an NPR-observed Company Holiday falls on an 
Employee’s regularly scheduled day off, either the Employee’s immediately preceding scheduled 
workday or next scheduled workday shall be treated as the holiday (to be determined by NPR and 
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communicated to the Employee); and, in the event the Employee works thereon, they shall receive pay 
for work on a holiday. 

 
E. Company Holidays Falling During Leave Period. If an NPR-observed Company Holiday falls during 

an Employee’s scheduled leave period (e.g., vacation, FMLA leave), such day shall be treated as a paid 
holiday and shall not be charged as a vacation day or other accrued paid leave; and, in the event the 
Employee works thereon, they shall receive pay for work on a holiday. 

 
F. Personal Leave. Unit Employees who work more than thirty (30) hours per week shall be granted two 

(2) Personal Days to use per calendar year. If the Employee’s start date is after July 1 of the calendar 
year, the Employee shall be granted one (1) Personal Day to use for that calendar year. Personal Leave 
must be requested in advance and approved by the Employee’s supervisor. Personal Leave cannot be 
taken as the last day or second-to-last day of employment. Employees taking paid personal leave must 
record their leave time on their timesheet during the pay period in which the leave is taken. Unused 
Personal Days will not carry over year-to-year and are not eligible for payout upon termination, subject 
to applicable law. 

 
ARTICLE 23 – SABBATICALS 

 
A. Employees may request an unpaid sabbatical leave of up to one (1) year. All requests should be made 

with a minimum of thirty (30) days’ notice before the sabbatical leave begins and should be made to 
the Employee’s Division Head, subject to final approval from the Chief People Officer. The number of 
sabbatical leaves granted may be limited by the operational and budgetary needs of the division. 
Requests made with less than thirty (30) days’ notice shall be assessed on a case-by-case basis 
depending on the operational and budgetary needs of the division. 
 

B. Employees who request unpaid sabbatical leave and who (1) have eight (8) years or more of service at 
NPR and (2) have not returned from sabbatical leave in the prior five (5) years will receive primary 
consideration for any such requested leave, and NPR will make all reasonable efforts to grant their 
request and shall not unreasonably deny such requests. If the timing of the proposed leave presents an 
unreasonable operational burden and the Employee’s sabbatical request has flexible timing, NPR shall 
work with the Employee to identify a time within the following six (6) months for the Employee to 
begin their requested leave. Staffing issues due to a recent departure or NPR approved leave may 
present an operational burden. NPR shall make reasonable efforts to meet those staffing needs in other 
ways, such as the use of temporary employees. 

 
C. Employment Status 

 
1. Employee paid benefits will continue, provided the Employee continues to receive pay from NPR 

and can pay their portion of the monthly premium through payroll deductions. Once the Employee 
is no longer receiving pay from NPR, the Employee will have the option to continue medical, 
dental, vision, FSA, and wellness center coverage through COBRA. While on COBRA, the 
Employee is responsible for the full monthly premium cost of their coverage. 
 

2. On return from sabbatical the Employee shall return to their same role and job duties or to a 
substantially similar position for which the Employee is qualified, provided that the Employee 
would not have been laid off if they had remained on the job and provided that a substantially 

DocuSign Envelope ID: D0407E52-CD90-46BD-969F-B8ACC0286E9F



 

2023 NPR/DMU Collective Bargaining Agreement 
Page 38 of 55 

similar position for which the Employee is qualified is available. If no substantially similar position 
exists the Employee will be considered laid off at the end of their sabbatical, subject to Article 34 
(Layoffs / Reductions in Force). 
 

3. An Employee will have their sick leave and annual leave balances, if any, available for use upon 
their return from sabbatical leave, and will have the rate of sick leave accrual, annual leave accrual, 
and time in classification(s) that they would have as if they had not taken sabbatical leave. 

 
ARTICLE 24 – UNION LEAVE 

 
A. Paid Union Leave. NPR shall release designees of the Union to participate in Union activities, including 

but not limited to Union seminars, trainings, and conferences (“Union Leave”). 
 

1. An Employee on paid Union Leave shall retain their seniority. An Employee that goes on paid 
Union Leave shall retain their benefits (including health care coverage). 
 

2. Employees will be paid for Union Leave as if they had worked for NPR during those hours. Upon 
receipt of an invoice from NPR, the Union shall reimburse NPR for Union Leave wages. 
 

3. Whenever practicable, the Union shall provide at least thirty (30) days’ advance notice of any 
request for Union Leave, but shall in no event provide fewer than fourteen (14) days’ advance 
notice of any such request (limited to five (5) Employees to be absent at a time). On seventy-two 
(72) hours’ advance notice, the Union may request that up to two (2) Employees may take Union 
Leave at the same time. Requests for Union Leave shall not exceed ten (10) days per year per 
Employee and shall be granted provided the absence of the Employee(s) does not create a conflict 
that cannot be reasonably accommodated. 

 
B. Unpaid Union Leave to Serve on Union Staff. Upon thirty (30) days advance notice, NPR shall permit 

one (1) Employee at a time to be on unpaid Union Leave for up to one (1) year to serve on Union staff, 
unless a longer duration is agreed upon by NPR and the Union. Such Employee’s benefits, seniority 
and return to work shall be governed by Article 23 (Sabbaticals). An Employee who returns to work 
following such unpaid Union Leave shall not take accrued vacation or personal days within three (3) 
months of their return to work. 
 

C. Grievance Related Duties. In addition to the leave provided in Section A, the time spent by a Union 
Steward in handling grievance-related duties at the first and second steps under this Agreement shall 
be paid for at the Steward’s regular hourly rate for time actually lost from work during normal work 
hours, excluding overtime. The individual grievant shall, likewise, be paid on the same basis. These 
work interruptions shall be held to a minimum. Stewards shall request permission from their supervisor 
before participating in such duties. 

 
ARTICLE 25 – EMPLOYEE INITIATIVE TIME 

 
A. Retreats. No Employee shall be responsible for the costs of transport (excluding regular commuting 

costs) or accommodations to attend a retreat organized by NPR. Costs incurred by an Employee to 
attend an organized retreat shall be reimbursed by NPR in accordance with the Article 19 (Travel). 
Notice requirements for an offsite retreat must be in accordance with Article 17 (Work Locations). 
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B. Serendipity Time. Each department shall provide Employees in their department with at least five (5) 
Serendipity Days per calendar year as an opportunity for collaborative development on an experimental 
or research project that supports NPR’s priorities. Each department shall establish guidelines for 
maximizing the effectiveness of Serendipity Days. The dates and lengths of Serendipity Days shall be 
determined by the department managers, who shall make their best, efforts to synchronize Serendipity 
Days across departments and divisions so that Employees can collaborate on projects, taking into 
account department deadlines and deliverables. 

 
C. Intersession Time. Each department shall provide Employees in their department with at least five (5) 

Intersession Days per calendar year as an opportunity to refresh, recharge, and catch up on work 
following completion of a sprint or a project. While managers will not prescribe specific work to be 
performed during Intersession (subject to deadlines and business constraints), Employees are expected 
to be present and available as if it were a typical working day. The dates and lengths of Intersession 
shall be determined by the department managers, taking into account department deadlines and 
deliverables. 
 

D. Housekeeping. During the last two (2) weeks of the calendar year, to the extent practicable, NPR shall 
avoid major initiative launches or changes to its digital infrastructure to prevent risks associated with 
releasing work into production systems during a period when Employees typically take time. To the 
extent practicable, work during this period will be scheduled such that Employees shall be able to 
engage in maintenance, tidying up projects, or catching up on other work. 
 

E. Serendipity Days, Intersession Days, and days spent at a retreat are not considered leave time. 
 

ARTICLE 26 – HIRING 
 
A. NPR shall notify Employees by email and at least one other internal distribution method (e.g., Nipper 

News, internal Slack channel, Intranet page) of any open bargaining unit position (other than a 
temporary position necessitated by unforeseen emergency circumstances that arise with less than one 
(1) month’s notice) no later than five (5) business days before the earliest date the position is advertised 
externally. 
 
1. NPR shall, subject to an internal applicant’s availability, provide an initial interview to any 

qualified internal applicant for an open bargaining unit position prior to providing an initial 
interview to any qualified external applicant. 
 

2. All postings or announcements of the position will include the following sentence: “This position 
is covered under the terms of a collective bargaining agreement with NABET-CWA.” 
 

3. All postings or announcements of the position will include the anticipated salary or salary range 
for the position (as described in Article 9 (Wages) and Appendix A). 
 

4. Any bargaining unit positions posted on or after the ratification of this Agreement shall conform to 
the process set forth in this Article. 

 
B. In a shared commitment to inclusive, non-discriminatory, and diversity-promoting hiring practices, 

NPR shall, consistent with applicable law, ensure that at least thirty percent (30%) (with a shared goal 
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of at least fifty percent (50%)) of external candidates interviewed for a bargaining unit position (other 
than a temporary position necessitated by unforeseen emergency circumstances that arise with less than 
one (1) month’s notice) are from groups who would advance NPR’s diversity, equity, and inclusion 
priorities, including persons of color, women, members of the LGBTQ+ community, persons with 
disabilities, veterans, applicants from historically Black colleges and universities (or HBCUs), and 
applicants from affinity groups associated with industry specific underrepresented communities set 
forth in Appendix C of this Agreement, which may be amended through mutual agreement to add 
groups consistent with this Section. Candidates shall be considered part of the hiring pool for a given 
position after either (1) being interviewed on two occasions, provided each interview was scheduled 
for thirty (30) minutes or more, or (2) an interview scheduled for thirty (30) minutes or more and a skill 
assessment (e.g. technical interview for a software engineer). 
 
Before extending an offer to a candidate, NPR shall inform the Union of: (1) the total number of 
candidates in the hiring pool; (2) the number of candidates in the hiring pool who self-identified as 
belonging to one or more under-represented groups or who were referred to NPR by one or more affinity 
groups identified in Appendix C; and (3) a breakdown of the number of candidates in the hiring pool 
referred by each affinity group identified in Appendix C, if any. 

 
C. NPR shall actively recruit persons of color, women, members of the LGBTQ+ community, persons 

with disabilities, and veterans for all positions covered by this Agreement. Recruiting methods may 
include but shall not be limited to, sharing links with affinity groups associated with underrepresented 
communities, attending industrially relevant job fairs or conferences, sharing open bargaining unit job 
postings with HBCUs to promote in their communities, and/or posting links to NPR’s Career page on 
relevant social media platforms and job boards. 
 

D. NPR shall not be required to inquire as to any applicant’s status in a diverse group, but rather shall rely 
on voluntary self-identified information collected as part of NPR’s regular recruiting processes (e.g., 
EEO-1 forms used in accordance with applicable law). 
 

E. NPR’s obligations under Article 4 (Non-Discrimination) shall apply to this Article. 
 

ARTICLE 27 – EMPLOYEE ORIENTATION AND ONBOARDING 
 
A Union representative shall be given an opportunity to meet with each new Employee within the first four 
(4) weeks of their start date. During this meeting, the Union representative shall provide the new Employee 
with an overview of all matters related to Union representation, as well as inform them of the Union’s 
exclusive representation and the Union’s duty under law to represent the Employees. 
 

ARTICLE 28 –  
TRAINING, CAREER DEVELOPMENT, INTERNS, AND PERFORMANCE REVIEWS 

 
A. Training. NPR acknowledges and agrees that the training of its Employees is integral to both NPR’s 

ability to comprehensively and efficiently fulfill its mission and to the career development of its 
Employees. NPR will provide Employees with training that is necessary for the performance of an 
Employee’s duties, with such training being made available to Employees on an equitable basis. 
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1. Internal Training. NPR shall provide internal training to Employees based on business needs and 
for the purpose of furthering Employees’ growth. 
 
a. Training for Approved Higher Positions. If an Employee has been selected by NPR to train for 

an approved new position in a higher salary Grade, that decision will be documented by NPR 
(which will be shared with the Union), and any subsequent training shall be done by an NPR-
designated trainer. In these circumstances, the trainee’s rate of pay will be equal to the higher 
salary Grade of the new position at the beginning of the training period. No Employee shall 
have their pay decreased as a result of training. The Employee will be eligible for pay increases 
during the training period as though they remained in the position held prior to the training. 
Any decision to formally select an Employee for training under this paragraph shall be made 
by NPR as part of a career-development plan for the Employee, only following discussions 
between the Employee, their supervisor, and the People Team. If a longer training period is 
needed under the career development plan due to the complexity or increased breadth of 
accountability for the higher salary Grade position, NPR may appropriately increase the period 
of training time after discussion and reaching a mutual understanding with the Employee for 
the extended period. 
 

b. Temporary Additional Duties. The temporary assignment of additional duties (either at the 
request of the Employee or as assigned by the Employee’s supervisor) for the purposes of career 
growth/professional development or to cover for another employee on approved leave shall not 
be covered by Section A(1)(a). Any such assignment shall include written documentation of 
the time period the Employee is expected to perform the additional duties, and the adjustment 
of existing duties (if either the Employee or NPR believes necessary) during the period of the 
temporary assignment. For assignments assigned by NPR that include the Employee being 
responsible for the job duties of a higher grade and that last longer than thirty (30) total days, 
the Employee will be placed on an acting assignment, during which time the Employee will be 
paid no less than the minimum rate of pay for the higher Grade; such arrangements will be 
memorialized in writing between NPR and the Employee (and will be shared with the Union). 
The determination of whether the temporary assignment is work in a higher Grade shall be 
based on a totality of the circumstances, including the Grade of the person who previously 
performed the work. 
 

c. Shadowing Assignments. An Employee “shadowing” someone in a higher pay Grade is not 
accountable for any final work product as a result of the shadowing, and all such assignments 
shall not be covered by Section A(1)(a) or A(1)(b). 

 
d. In the event an Employee meets the criteria for a promotion, they shall be considered in 

accordance with the process set forth in Article 29 (Promotions). 
 

2. External Training. Employees who wish to participate in external training programs for 
professional development or to supplement their current knowledge, skills, or qualifications, may, 
in writing, request approval to participate in such a program from their supervisor. NPR shall 
promptly respond to any such requests in writing (generally within five (5) business days), 
indicating whether the request is approved or denied. If an Employee’s request is not approved by 
NPR, that Employee may resubmit a request for the training at a later date specified by NPR at the 
time of its denial. 
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B. Career Development 
 
1. NPR shall commit to establish and sustain career development opportunities that are available to 

Employees with an emphasis on entry- and mid-level Employees and opportunities to advance 
NPR’s diversity, equity, and inclusion priorities. These opportunities may include but are not 
limited to: mentorships, rotations, lateral exchanges, conference attendance, internal career 
development counseling, and training programs. 

 
2. NPR will provide career development counseling for Employees who request it. The People Team 

and the Employee’s supervisor will assist the Employee in assessing their education, job 
experience, and interest regarding career opportunities at NPR. Such counseling will include, but 
is not limited to, the following information: 
 
a. qualifications necessary for advancement, if possible, in the Employee’s present position or job 

track and training necessary to meet the qualifications requirements for the next level; 
 

b. a list of positions with similar qualifications to the Employee’s present role and training 
necessary for the Employee potentially move laterally; and 

 
c. qualifications necessary for placement in a new type of work that the Employee is interested in 

and training necessary to meet those qualification requirements. 
 

C. Interns. The purpose of the Internship program at NPR is to give individuals an opportunity to learn 
how NPR operates and to perform duties in Audience Tech, Content Production Technology, Product, 
Design, Product Management, Brand Design, Digital Content and Podcast Operations, Business 
Partnerships, Audience Growth, and Communications divisions that will give them a wide variety of 
experiences. While interns are not members of the bargaining unit, NPR and the Union understand that 
the following applies to interns who are assigned to support areas of NPR operations where Union 
members are assigned to work: 
 
1. Duties. Interns may not be used to replace NABET-covered employees or to avoid establishing 

bargaining unit positions. 
 

2. Time Limitations. Beginning as of January 1, 2023, an intern’s total period of service shall not 
exceed twenty-eight (28) weeks. 
 

3. Notifications. At the start of each new class of interns, NPR will provide NABET a list of intern 
positions on teams within the bargaining unit and their duties. 
 

D. Performance Reviews 
 
1. NABET and NPR are mutually committed to ensuring that performance management processes at 

NPR are clear, fair, equitable, and transparent. 
 

2. NPR shall commit to administering formal job performance reviews on at least an annual basis 
which shall be documented in a manner that NPR prescribes. 
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3. NPR has the right to design, create, and implement an annual job performance evaluation system 
and to require Employees to participate in the job performance review process. If an Employee 
disagrees with any written job performance review, the Employee may attach a written rebuttal to 
their performance review which will be included as part of the Employee's personnel file. 
 

4. Written job performance reviews are not subject to the grievance and arbitration process. Except in 
cases of disciplinary action that results in an involuntary termination, written job performance 
reviews from the preceding three (3) years may be used by either party in a disciplinary proceeding. 
Any disciplinary proceeding in which a written performance review is considered shall also 
consider any written rebuttal provided by the Employee. Nothing herein will restrict the Union's 
right to grieve or arbitrate disciplinary actions that may arise as a result of incidents that are the 
matter of specific comments in written performance reviews. 
 

5. In addition to NPR’s formal job performance reviews described above, upon request an Employee 
may meet with their supervisor to consider and discuss the yearly goals set forth in NPR’s 
performance evaluation process (with generally no more than one (1) such meeting every ninety 
(90) days). Following any such meeting, if requested by the Employee, their supervisor will provide 
the Employee with a written summary of their discussion, either by email or entering notes into the 
performance evaluation system (if practicable). If notes are entered into the performance evaluation 
system, the Employee may enter their own notes in response. 
 

6. Performance review meetings may not be considered Investigatory Interviews as defined in Article 
33 (Investigatory Interviews). 

 
ARTICLE 29 – PROMOTIONS 

 
A. NPR and NABET are mutually committed to ensuring that promotions processes and practices at NPR 

are clear, fair, equitable, and transparent. When there is a business need for a role to be performed at 
the next level and NPR has budget available for the higher role, eligible Employees will be considered 
for a promotion in accordance with the following process. 
 

B. An Employee will be eligible for a promotion if: (1) They have been in their title for at least twelve 
(12) months; (2) they are not on a performance improvement plan and have no substantiated complaints 
that led to discipline within the past two years; (3) they have independently and consistently 
demonstrated the motivation and willingness for the next level position; and (4) they have demonstrated 
an understanding and commitment to NPR’s strategic initiatives in support of diversity, equity, and 
inclusion in the work place. 

 
C. Every year, NPR shall review job descriptions with Employees to ensure that the documentation of 

both title and responsibilities is reflective of the work actually being done. If new tasks or 
responsibilities are added to the job description, NPR and the Employee shall evaluate if the additional 
work should constitute a promotion. 
 

D. A promotion may include, but is not limited to, promotions out of the unit. For promotions within the 
unit, the wage change will be delineated by Article 9 (Wages) and Appendix A as an increase in Grade. 
The Employee will be placed in the appropriate Step in their promoted Grade, and no Employee shall 
experience a reduction in pay as a result of a promotion. 
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E. Promotions Board 
 

1. Effective January 1, 2024, at least twice a year, NPR will convene a DMU Promotions Review 
Board that will consider and evaluate promotions within the bargaining unit. Requests for a 
promotion consideration may be made by NPR and/or by an individual Employee. In the event that 
NPR decides to hold a DMU Promotions Review Board in 2023, it will notify the Union and follow 
the process set forth in this Article. 
 

2. The DMU Promotions Review Board will consist of supervisors in departments where the 
bargaining unit Employees are assigned to work, a division budget manager, and a member of the 
People Team. 
 

3. Moreover, the DMU Promotions Review Board shall include at least one (1) supervisor for each 
Employee requesting a promotion. Such supervisor shall be in the Employee’s chain of command 
and no more than two (2) reporting levels above the Employee. 
 

4. Nominated Employees shall be invited to make a presentation in support of their nomination; 
electing not to accept such invitation shall not be held against the Employee in the consideration of 
their nomination. The Employee’s direct supervisor shall be consulted for feedback on the 
nomination of the Employee for a promotion. Upon the Employee’s request, a Union 
Representative or Steward may be present to observe any such presentation. 
 

5. At least forty-five (45) days before the date of a DMU Promotions Review Board meeting, NPR 
will inform NABET and unit staff of the anticipated beginning of this process. Employees’ 
supervisors will be asked to complete a Promotions Request Form for any member of their team 
who they want to nominate for a promotion. 
 

6. Supervisors shall provide completed forms with the People Team and notify the Employees who 
were nominated for a promotion. Any Employee who is nominated for a promotion (or a colleague 
who works closely with that Employee), may also provide a written statement to both their 
supervisor and the DMU Promotions Review Board in addition to any Promotions Request Form 
submitted by their supervisor. 

 
7. Employees who believe they should be considered for a promotion may meet with their supervisor 

to discuss the reasons they believe they should be promoted during this forty-five- (45-) day period. 
If a supervisor declines to nominate an Employee for a promotion, the supervisor shall be available 
to discuss with the Employee why they were not nominated, and shall provide the reasons why they 
declined to nominate the Employee in writing. 
 

F. Any promotion that is approved by the DMU Promotions Review Board will be effective as soon as 
practicable, but no later than the first day of the second NPR pay period following the DMU Promotion 
Review Board’s approval of the promotion. NPR will provide the Employee, in writing, the effective 
date for their promotion, new title, new job description, and new pay. NPR will provide the Union with 
a written list of all Employees promoted following any DMU Promotions Review Board meeting. If 
the DMU Promotions Review Board denies a promotion to a nominated Employee, the DMU 
Promotions Review Board shall provide a written explanation to the Employee and the Union 
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explaining why the Employee was not promoted, and a representative from the DMU Promotions 
Review Board shall be available, upon request, to discuss such reasons with the Employee. 

 
G. Any decision involving an Employee’s promotion, including a denial by either the DMU Promotions 

Review Board or an individual supervisor, may be appealed by the Employee or the Union to the 
Executive in charge of the Employee’s division and the Employee’s DMU Promotions Review Board 
by submitting a written notice of appeal, within fifteen (15) days of the decision, to the Labor Relations 
Manager. Any promotion granted as a result of a successful appeal shall be backdated to no later than 
the first day of the second NPR pay period following the DMU Promotion Review Board’s initial 
consideration of the promotion (i.e., the date that the other Employees’ promotions became effective). 

 
H. Nothing in this Article will prevent NPR from promoting an Employee outside of the DMU Promotions 

Review Board process described above. 
 

ARTICLE 30 – SENIORITY 
 
A. Seniority. Seniority shall be measured as the length of service an Employee has with NPR, beginning 

with the most recent continuous, uninterrupted date of hire. It includes time spent on approved leave 
and leave for military duty. Annual leave and severance will be determined by an Employee’s seniority 
and years of service. A regular Employee who resigns or is discharged and is not reinstated through the 
grievance and arbitration procedures shall be treated as a new Employee if rehired. 
 

B. Seniority Records. NPR shall maintain a seniority list (based on date of hire) for each job track, which 
will include (1) all active Employees; (2) each Employee’s Career Track; and (3) each Employee’s 
latest hire date at NPR. NPR shall provide a copy of the seniority list to the Union at least quarterly, 
and more frequently upon request. If an Employee or the Union has any questions about such records, 
they shall notify NPR’s Labor Relations Manager. 

 
ARTICLE 31 – JUST CAUSE 

 
A. No Employee shall be disciplined or discharged except for just cause subject to Section B of this Article. 

 
B. Newly-hired Employees shall have a probationary period of ninety (90) days. Employees in the initial 

probationary period and temporary employees whose assignment is for fewer than ninety (90) days may 
be disciplined or discharged without just cause and any such discipline or discharge shall not be subject 
to Article 39 (Grievance and Arbitration Procedures). 

 
C. The end of a temporary employee’s assignment and subsequent end of their employment with NPR 

shall not be considered a discipline or discharge. 
 

ARTICLE 32 – PROGRESSIVE DISCIPLINE 
 
A. Progressive Discipline. NPR is committed to the principle of progressive discipline and shall apply 

progressive discipline except as otherwise provided in this Agreement. 
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1. Progressive discipline is defined as either (a) one oral warning, one written warning, one 
suspension, and discharge; or (b) one oral warning, one performance improvement plan for a period 
of at least forty-five (45) days and no more than six (6) months, and discharge. 
 

2. The Parties agree that progressive discipline will apply in all cases. The only exceptions to the 
foregoing are as follows: (a) when mitigating circumstances are present, a lesser step may be 
applied (for example, an additional oral warning); and (b) when a serious, substantiated offense or 
gross misconduct occurs (including but not limited to, harassment, theft, fighting, gross safety 
violations, serious violations of NPR’s Employee Code of Conduct), NPR may skip step(s). NPR 
shall notify the President of Local 31 or their designee when skips in progressive discipline occur, 
and NPR will have such skips in progressive discipline reviewed by the People Team to ensure that 
the proper disciplinary standards were applied. Exceptions to progressive discipline must be 
consistently applied by NPR. 
 

3. NPR agrees that oral or written warnings that arise from an Employee’s job-duty related 
performance issue and have not progressed to a further stage of discipline after one year or from an 
Employee’s violation of an NPR workplace conduct policy after two (2) years of the date of issue, 
shall not be considered as justification in skipping steps of progressive discipline in the future. 
 

4. Job performance reviews, either written or oral, shall not be used in lieu of any step of progressive 
discipline. 

 
B. Notice of Discipline. NPR shall notify any Employee of any circumstance that may result in discipline 

within ten (10) business days of NPR having knowledge of the circumstances, unless the Employee is 
on leave or otherwise unavailable during this period. 

 
C. Standards of Discipline. NPR shall apply standards of discipline consistently, weighing any extenuating 

or mitigating circumstance(s) as warranted. 
 

D. Return from Leave. NPR shall maintain emergency contact information for all Employees (including 
those beginning any type of extended leave, such as medical, disability, and sabbatical leave). Should 
an Employee miss their expected return date from leave, NPR shall conduct good faith efforts to contact 
the Employee to ensure their welfare. If an Employee is absent from work for three (3) consecutive 
workdays and has not contacted NPR to report the absence, NPR will typically assume the Employee 
has voluntarily resigned employment with NPR, and will notify the President of Local 31 or their 
designee. NPR may then proceed with termination one (1) full business day after notice is provided to 
the Union. 

 
ARTICLE 33 – INVESTIGATORY INTERVIEWS 

 
A. NPR shall notify the Union in advance of any investigatory interview that could lead to discipline and 

shall allow a Steward or other Union representative to be present during the interview. Should NPR 
initially fail to comply with this paragraph, NPR shall not use any information obtained during that 
interview for the purpose of disciplining that Employee and shall be allowed to re-attempt the interview 
with a Steward or other Union representative present at the request of the Employee under investigation. 
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B. If it becomes necessary for management to discipline any Employee for a job duty-related performance 
issue, such disciplinary action shall be carried out as follows: the Employee’s supervisor must first 
discuss the matter of contemplated discipline with the Employee’s Steward or other Union 
representative. An NPR labor relations representative may be present for this conversation. The 
Employee and the Steward or Union representative shall be given a reasonable time to discuss the 
matter together and respond to the supervisor’s allegations. The Employee’s supervisor will have the 
authority to resolve the problem at this level subject to Section C of this Article. 
 

C. The procedure set forth in paragraph B shall not apply when an Employee is being disciplined for any 
violation of NPR’s organization-wide policies (e.g., Equal Employment Opportunity, Anti-
Discrimination, Anti-Harassment, Anti-Abusive Conduct and Anti-Retaliation Policy, Code of 
Conduct, Timekeeping Policy). 

 
ARTICLE 34 – LAYOFFS / REDUCTIONS IN FORCE 

 
A. Layoffs/Reductions in Force 

 
1. Notice. NPR shall notify the Union at least sixty (60) days in advance of any possible layoff or 

reduction in force. For each Career Track that would be impacted, NPR shall provide the Union 
with information detailing either the total amount of cost savings targeted by NPR or the number 
of Employees targeted for lay off with its notice and meet with the Union to discuss alternatives. 
The Union shall maintain the confidentiality of this information until Employees are notified. 
Employees impacted by the layoffs/reduction in force will be notified by no later than thirty (30) 
days after NPR’s notice to the Union. Once the Union has been notified, NPR may begin the 
volunteer process set forth in Section A(4)(b) of this Article. 
 

2. Information. During the sixty (60) day period, NPR shall provide the Union with the justification 
for the layoff and with relevant and necessary information that the Union reasonably requests 
regarding the expected adverse impact. In the event of a layoff for economic reasons such 
information may include, but shall not be limited to, audited financial reports, revenue and 
expenditure reports, adopted budgets, proposed budgets, and an accounting of total expenditures 
on base salaries in the departments where bargaining unit Employees are employed as well as 
projected totals and subtotals after the proposed layoff or reduction in force. The Union will 
promptly respond to the information provided by NPR. The Union shall maintain the confidentiality 
of any proprietary or confidential information disclosed by NPR under this Article. 
 

3. Bargaining. During the sixty (60) day period, NPR shall bargain in good faith with the Union over 
the effects of the decision to lay off Employees or to reduce the number of Employees, which may 
include but not be limited to any alternative proposals such as an incentive package (including, but 
not limited to, increasing the COBRA payments made to impacted staff) or reducing the use of 
consultants or contractors if any affected Employee is qualified and could be trained within sixty 
(60) days to adequately perform the consultant’s or contractor’s work, in order to minimize the 
adverse impact. NPR shall not transfer bargaining unit work to non-unit employees or outside 
contractors. 
 

DocuSign Envelope ID: D0407E52-CD90-46BD-969F-B8ACC0286E9F



 

2023 NPR/DMU Collective Bargaining Agreement 
Page 48 of 55 

4. Seniority Lists. NPR shall maintain a seniority list (based on date of hire) for each Career Track. 
Layoffs will occur within each Career Track in inverse seniority order, subject to the process set 
forth in this Section 4. 
 
a. Software Engineer Seniority Lists. In the event of a layoff that impacts Software Engineers, 

NPR will group Software Engineers by Grades (with one group consisting of Grades 1-3 and 
one group consisting of Grades 4-5) and then any layoffs will occur within those groups in 
inverse of seniority. (For example, if there is a need for a Grade 4 or higher Software Engineer, 
the layoffs will occur in Grades 1-3.). 
 

b. Volunteers. Prior to effectuating a layoff or reduction in force, NPR shall seek volunteers in 
each affected Career Track. Volunteers in each Career Track shall be laid off in order of 
seniority until the need is met. 

 
c. In the event NPR determines that effectuation of layoffs by seniority or the acceptance of 

volunteers could not be followed for a particular Career Track because it would result in loss 
of critical skills or knowledge, NPR shall designate the next least senior person for layoff (or, 
in the event of a volunteer, the next most senior volunteer); this evaluation and process shall 
be repeated, if needed, in the event the next least senior person for layoff (or, in the event of a 
volunteer, the next most senior volunteer) would result in loss of critical skills or knowledge. 
NPR shall provide notice to the Union of any Employees skipped under this provision and its 
rationale for doing so to the Union during the sixty- (60-) day bargaining period. 

 
5. Buyouts. In the event of a layoff or reduction in force, NPR shall have the option of offering, with 

notice to the Union, an incentive, over and above regular severance benefits to any Employee to 
avoid an involuntary layoff. Any Employee accepting such an incentive shall be required to sign a 
settlement and release of claims, including waiving any recall rights. The Union shall not reject an 
incentive offer that the Employee is willing to accept. 

 
B. Separation Benefits 

 
1. A laid off Employee shall be provided with a letter indicating that their termination was part of a 

layoff or reduction in force, rather than performance issues. 
 

2. A regular Employee laid off as a consequence of a reduction in force shall receive an additional 
amount equal to the cost of one (1) month of COBRA continuation coverage, based on the 
Employee’s election in NPR’s health, dental, and vision plans as of their termination date. 
 

3. A regular full-time or part-time Employee who is laid off shall receive severance pay equal to one 
(1) day’s pay at their current rate for each month of service, with a minimum of ten (10) days and 
a maximum of 140 days, plus twenty (20) days’ notice or twenty (20) days’ pay in lieu of notice. 
 

4. As a condition of receiving benefits described in Sections B(2) and B(3), the Employee and the 
Union must enter into and not revoke a general release of claims in a form to be provided by NPR. 
 

5. Severance pay shall be made in installments on NPR’s regular pay days equal to the Employee’s 
regular biweekly salary paid during the most recent employment period. 
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6. Severance pay shall cease if the person is rehired as a regular NPR employee before all severance 
pay has been received and, in that event, the unpaid balance of severance pay shall be included in 
any future severance calculation as long as the total severance payment does not exceed the 
maximum set forth in Section 3 above. 
 

7. Severance pay shall not be paid in the event an Employee is terminated for just cause, an Employee 
resigns (except as part of a buy-out or other incentive), an Employee dies, or an Employee is 
terminated during the initial probation. Temporary Employees are not eligible for the benefits set 
forth in this Article. 

 
C. Reemployment 

 
1. Employees who have been laid-off from NPR for fewer than twelve (12) months and who have not 

been recalled shall be considered Recently Laid-off Employees. 
 

2. Provided that NPR has an updated email address on file for the Employee (which shall be the 
responsibility of the Employee to update to the People Team), NPR shall notify Recently Laid-off 
Employees by email of any open positions in the unit that are posted internally before the position 
is posted externally. A Recently Laid-off Employee who applies, interviews for the role (at which 
time NPR will assess their qualifications), and is qualified for the role shall be offered the position. 
Should multiple qualified Recently Laid-off Employees apply and interview for the same open 
position (at which time NPR will assess their qualifications) at the same time, and such candidates 
are equally qualified, the candidate with more seniority shall be offered the position. Recently Laid-
off Employees shall respond to the offer within seven (7) calendar days of receipt to retain 
reemployment rights. 
 

3. An Employee recalled shall be paid the current rate of pay for the position to which they are recalled 
as described by Article 9 (Wages) and Appendix A or their previous rate of pay, whichever is 
greater, if the open position for which the Employee has applied and interviewed is equal or higher 
in grade and salary than the Employee’s position prior to the layoff. 
 

4. An Employee who is recalled within twelve (12) months shall not be subject to probationary period. 
 

5. An Employee who is recalled within twelve (12) months shall have their previous service counted 
toward accrual rates for vacation entitlements and other benefits, and sick leave balances shall be 
reinstated. 

 
D. In the case of an individual layoff (e.g., NPR stops performing work which constitutes the majority of 

an Employee’s duties or NPR no longer has a need or funding for the Employee to perform their work), 
the procedures set forth in this Article do not apply, provided no other layoff has occurred within the 
Unit within ninety (90) days. Such Employee shall be entitled to separation benefits and reemployment 
provided in Sections B and C above. NPR shall notify the Union and the Employee no later than twenty 
(20) days before the Employee’s separation date. 
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ARTICLE 35 – 
CONFIDENTIALITY, NON-DISCLOSURE, AND NON-DISPARAGEMENT CLAUSES 

 
A. Disclosing the Facts of Allegations or Claims. NPR shall not include in any settlement agreement, 

separation agreement, or other written resolution of allegations or claims, any term or condition that 
would prevent a current or former Employee from disclosing the facts surrounding the allegations or 
claims of harassment, discrimination, or retaliation by the complainant. 
 

B. Prior Agreements. Consistent with NPR’s past practice, NPR agrees not to enforce any past or present 
confidentiality, non-disclosure, or non-disparagement clause included in a prior settlement agreement, 
separation agreement, or other written resolution with a current or former Employee related to the 
disclosure of the facts of allegations or claims of harassment, discrimination, or retaliation. 

 
ARTICLE 36 – PERSONNEL RECORDS 

 
A. Inspection of Records. Any Employee may inspect a copy of their personnel file upon request to the 

People Team. In response to a request, NPR shall provide an Employee or former Employee with a 
copy of any document(s) in their personnel file. NPR shall maintain personnel files for at least one (1) 
year after an Employee has separated from employment. 
 

B. Job Performance Reviews. Pursuant to Article 28 (Training, Career Development, Interns, and 
Performance Reviews), NPR will conduct annual performance reviews of Employees. Performance 
reviews will be reduced to writing and provided to the Employee. If an Employee disagrees with any 
written job performance review, the Employee may attach a written rebuttal to their performance review 
which shall be included as part of the Employee’s personnel file. Written performance reviews shall 
not be used in lieu of any step of progressive discipline. Only written job performance reviews from 
the preceding three (3) years may be used by either party in a disciplinary proceeding. Any disciplinary 
proceeding in which a written performance review is considered shall also consider any written rebuttal 
provided by the Employee. Nothing herein shall restrict the Union’s right to grieve or arbitrate 
disciplinary actions that may arise as a result of incidents that are the matter of specific comment in 
written performance reviews. 

 
ARTICLE 37 – ELECTRONIC SURVEILLANCE 

 
A. Remote Desktop Software shall include software or software configurations that allow for the 

examination, in real time or after the fact, of an Employee’s activities on a computer, including but not 
limited to the examination of the Employee’s use of computer peripherals (such as mice and other 
pointing devices, keyboards and other text entry devices, cameras, and microphones). 
 

B. NPR shall not use Remote Desktop Software to surveil Employees for the purpose of evaluating an 
Employee’s work product (i.e., job duties assigned to the Employees), the time it took for the 
Employees to complete their work, or disciplining an Employees for engaging in protected concerted 
activity. 
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ARTICLE 38 – ETHICAL TECHNOLOGY 
 
NPR and the Union acknowledge that as technology in the news and media industry rapidly develops, 
certain tools that may be either based on or utilize generative artificial intelligence (“GAI”) are becoming 
widely accessible to fulfill specific needs that may or may not be beneficial to NPR’s operations and/or 
Employee’s responsibilities. Employees may use or develop tools that are based on and/or utilize GAI in 
the performance of their work so long as such use is consistent with then-current NPR principles, guidelines, 
and/or policies related to GAI and/or similar technologies. 
 
During the term of this Agreement, the parties agree to bargain in good faith regarding changes to the terms 
and conditions of employment of Employees related to GAI, including the use of GAI to replace job duties 
performed by Employees. 
 

ARTICLE 39 – GRIEVANCE AND ARBITRATION PROCEDURES 
 
A. As used in this Agreement, the term “grievance” shall mean any complaint by an Employee or the 

Union as to the interpretation or application of any provision of this Agreement occurring during the 
term of this Agreement. Grievances may be filed and processed only through the procedures outlined 
herein. NPR and the Union shall attempt to settle any such grievance as promptly as possible through 
the grievance procedure, which shall be as follows: 

 
1. Step One: The Employee shall discuss the grievance with their supervisor. Alternatively, the 

Employee may bring the grievance to the attention of a steward and request the steward present the 
matter to the supervisor. Such matters must be raised within fourteen (14) calendar days of the 
occurrence of the event or fourteen (14) calendar days of the date when the Union knew or should 
have known of the occurrence of the event (but in no event more than thirty (30) calendar days 
from the occurrence of the event). If no satisfactory settlement is reached, the Union may proceed 
to Step Two. Step One is deemed completed when the supervisor gives their answer to the 
grievance. Said answer may be oral or written and shall be provided within fourteen (14) calendar 
days of the Employee’s/steward’s discussion with the supervisor. 
 

2. Step Two: The steward shall reduce the grievance to writing and shall present the written grievance 
to the supervisor and the department head within seven (7) calendar days of the conclusion of Step 
One. The written grievance must set forth the facts giving rise to the grievance, the provision(s) of 
the Agreement alleged to have been violated, the names of the aggrieved Employee(s), and the 
remedy sought. The supervisor and department head shall meet with the steward and grievant to 
discuss the grievance and attempt settlement within fourteen (14) calendar days of receipt of the 
written grievance. The supervisor or department head shall give their written disposition within 
seven (7) calendar days of the meeting. If the supervisor or department head does not provide a 
written disposition or the written disposition is unsatisfactory to the Union, the grievance may be 
moved to Step Three. 
 

3. Step Three: The Union may present the grievance to the Labor Relations Manager or their designee 
within seven (7) calendar days of the conclusion of Step Two. The Labor Relations Manager shall 
discuss the grievance with the Union and respond to the grievance in writing within fourteen (14) 
calendar days. If the Labor Relations Manager does not meet and/or respond within fourteen (14) 
days, the Union may proceed directly to arbitration. 
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4. Step Four: In the event the grievance is not satisfactorily resolved in Step Three, the Union must 
notify the Labor Relations Manager or their designee in writing of its intent to submit the grievance 
to arbitration and simultaneously submit a request to the American Arbitration Association for a 
panel of arbitrators. Such notice and request must be provided within fourteen (14) calendar days 
of the conclusion of Step Three. The parties shall select an arbitrator in accordance with the 
procedures of the American Arbitration Association. 

 
B. If any Employee has completed their probationary period and believes their discipline or discharge was 

not for just cause, the Union may submit a grievance in writing directly at Step Three of the grievance 
procedure. Such a grievance must be presented in writing within fifteen (15) calendar days after the 
Employee has been notified of the discipline or discharge. 
 

C. The parties may agree in writing to join separate grievances in one arbitration. 
 

D. The Union shall have final authority to dispose of any grievance at any step of the grievance procedure 
in any manner deemed by it to be the most prudent, including refusal to process the grievance further, 
and shall notify NPR of such disposition. NPR may conclusively rely upon such disposition. 

 
E. The time limits stated in this Article are intended to be maximum time limits and binding on the Union, 

Employees, and NPR. The time limits may be extended only by written agreement between the Union 
and NPR. Grievances not processed by the Union or any bargaining unit Employee within the time 
limits specified herein shall be deemed to be settled based on NPR’s last response. If NPR does not 
answer within the time limits specified herein, the grievance shall be considered denied. 

 
F. The arbitrator shall have no authority to add to, subtract from, modify, amend or in any way change 

any provision of this Agreement in arriving at a determination of the merits of any grievance. 
 

G. The decision of the arbitrator shall be final and binding upon the Union and NPR. 
 

H. Any fees of the American Arbitration Association and the arbitrator shall be borne equally by the Union 
and NPR. 

 
I. The time spent by the Union steward in handling essential grievance-related duties at the first and 

second steps under this Agreement shall be paid for at the steward’s regular hourly rate for time actually 
lost from work during normal work hours, excluding overtime. The individual grievant shall be paid 
on the same basis. Work interruptions shall be held to a minimum and the stewards shall not abuse this 
provision. Stewards shall request permission from their supervisor before spending time during normal 
work hours on essential grievance-related duties and shall maintain time records in the means 
prescribed by NPR of all time spent off the job in essential grievance-related duties. 
 

ARTICLE 40 – NO STRIKE, NO LOCKOUT 
 
A. No Strike 

 
1. During the term of this Agreement, neither the Union nor any Employee will instigate, lead, engage 

in, authorize, cause, assist, encourage, participate in, ratify, sanction, take part, or condone in any 
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strike or boycott against NPR, or otherwise interfere with the pursuit of NPR's public service 
mission; and, thereafter, shall not do so absent provision of notice as set forth in Section C below. 
 

2. The failure or refusal on the part of any Employee to comply with the provisions of Section A(1) 
shall be cause for immediate discipline, including discharge, subject to the grievance provisions 
outlined in Article 39 (Grievance and Arbitration Procedures). 
 

3. In the event of the occurrence of any violation of Section A(1), the Union shall immediately, upon 
learning thereof, take affirmative action to prevent or stop the unauthorized action. The Union shall 
inform the Employees that such action is not authorized by the Union, and delver to NPR a letter 
(and email) advising that such action is not authorized by the Union and exercise its best efforts to 
bring about an immediate cessation of any such violation. 

 
B. No Lockout. NPR shall not lock out Employees during the term of this Agreement, and, thereafter, 

shall not do so absent provision of notice as set forth in Section C below. 
 
C. In order to effectuate an orderly transition should a strike occur after the expiration of this collective 

bargaining agreement, the Union shall give NPR at least seventy-two (72) hours’ notice of such strike. 
Similarly, NPR shall give the Union at least seventy-two (72) hours’ notice of a lockout. These 
obligations shall survive the expiration of the Agreement. 

 
D. NPR shall not take disciplinary action against an Employee for their refusal to cross a physical or virtual 

picket line established as a result of any authorized strike by members of the CWA or NABET-CWA, 
except where such refusal is in the bona fide news coverage of such strike. This prohibition shall not 
apply where a common situs situation exists and NPR is not a party to the controversy and a separate 
gate has been established for the employees not involved in the dispute to enter the premises. 

 
ARTICLE 41 – SUCCESSION 

 
In the event that NPR agrees to a transaction by which operations covered by this Agreement are transferred, 
in whole or in part, to another employer, NPR will secure the agreement of the transferee to assure the 
continued performance of the obligations set forth in this Agreement for the Bargaining Unit Employees 
working in said transferred operations. 
 

ARTICLE 42 – WAIVER AND DURATION 
 
A. Waiver. No waiver of any provision of this Agreement may be granted by an individual Employee. 

Waivers may be granted only by authorized representatives of NPR and the Union when such waiver 
is requested and approved respectively by the Union and NPR. 
 

B. Duration. This Agreement shall be in full force and effect from November 9, 2023, to and including 
November 8, 2026. 
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In witness, National Public Radio, Inc., and NABET-CWA, AFL-CIO, have caused this Agreement to be 
duly executed on their behalf by their respective officers, duly authorized, on and as of the day and year 
aforesaid. 
 
 
 
NATIONAL PUBLIC RADIO, INC.  
 
 
_____________________________________ 

 
 
_____________________________________ 

John Lansing Jean Dober 
President and Chief Executive Officer Labor Relations Manager 
 
 
 
NABET-CWA, AFL-CIO  
 
 
_____________________________________ 

 
 
_____________________________________ 

Charlie Braico Bantu Opiotennione 
President Local 31 President 
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SIDE LETTER 1  
 

November 9, 2023 
 
Mr. Bantu Opiotennione  
NABET-CWA, Local 31 
4483 Forbes Blvd., Suite B 
Lanham, MD 20706 
 

Re: Temporary Employees 
 
Dear Mr. Opiotennione:  
 
This letter sets forth the agreement of the parties reached during bargaining on August 12, 2022, and shall 
supplement the collective bargaining agreement reached by the parties. 
 
While negotiating the agreement, NPR and the Union discussed converting current temporary employees 
in the bargaining unit to regular employees. The parties agreed that this conversion should take place 
immediately while the parties continue to negotiate the remaining terms and conditions of employment to 
be memorialized in the collective bargaining agreement. 
 
Therefore, NPR agrees that the bargaining unit employees who are currently classified as temporary 
employees shall, as of the date of this letter, be reclassified as regular employees without having to complete 
a probationary period. The bargaining unit employees who shall be reclassified as regular employees 
pursuant to this letter are as follows:  
 

1. Cook, Darrius T. 
2. Garnette II, Charles S. 
3. Gordon, Timothy E. 
4. Walden, Allen M. 

 
NPR will hire Sasha Solovyeva for a regular full-time position (Design Technologist, Jr.) on August 15, 
2022, without having to complete a probationary period. The parties agree to continue to discuss the 
reclassification of Jordan Grubb and Nicholas A. Small from temporary to regular status during the ongoing 
negotiations. If the foregoing constitutes our understanding, kindly execute a copy of this letter in the space 
provided and it shall become a binding agreement between NPR and the Union. 
 
ACCEPTED AND AGREED 
 
NATIONAL PUBLIC RADIO, INC.   NABET-CWA, LOCAL 31 

 

               

John Lansing      Bantu Opiotennione 
President and Chief Executive Officer   President 
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Audience Insights Career Track 

Grade  Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 
            

Associate Insight Analyst (1)  $72,000.00 $74,160.00 - - - - - - - - 
Insight Analyst (2)  $77,944.91 $80,283.26 $82,691.76 $84,759.05 $86,878.03 $89,049.98 $91,276.23 $93,558.13 $95,897.08 $98,294.51 

Senior Insight Analyst (3)  $99,382.72 $102,364.21 $105,435.13 $108,071.01 $110,772.79 $113,542.11 $116,380.66 $119,290.17 $122,272.43 $125,329.24 
Insight Manager (4)  $110,112.13 $113,415.49 $116,817.95 $119,738.40 $122,731.86 $125,800.16 $128,945.16 $132,168.79 $135,473.01 $138,859.84 

Senior Insight Manager (5)  $128,585.59 $132,443.16 $136,416.45 $139,826.86 $143,322.53 $146,905.60 $150,578.24 $154,342.69 $158,201.26 $162,156.29 

Brand Design Career Track 

Grade  Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 
            

Junior Copywriter (1) 
Junior Graphic Designer (1)  $67,500.00 $69,525.00 - - - - - - - - 

Copywriter (2) 
Graphic Designer (2)  $80,044.56 $82,445.89 $84,919.27 $87,042.25 $89,218.31 $91,448.77 $93,734.99 $96,078.36 $98,480.32 $100,942.33 

Brand Designer (3) 
Brand Lead (3)  $105,311.85 $108,471.20 $111,725.34 $114,518.47 $117,381.44 $120,315.97 $123,323.87 $126,406.97 $129,567.14 $132,806.32 

Senior Brand Designer (4) 
Senior Brand Lead (4)  $120,441.58 $124,054.83 $127,776.47 $130,970.88 $134,245.16 $137,601.28 $141,041.32 $144,567.35 $148,181.53 $151,886.07 

Business Partnerships Career Track 

Grade  Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 
            

Business Partnerships Manager (1)  $114,754.98 $118,197.63 $121,743.56 $124,787.15 $127,906.83 $131,104.50 $134,382.11 $137,741.67 $141,185.21 $144,714.84 
Senior Business Partnerships Manager (2)  $136,950.00 $141,058.50 $145,290.26 $148,922.51 $152,645.57 $156,461.71 $160,373.26 $164,382.59 $168,492.15 $172,704.46 

Communications and Marketing Career Track 

Grade  Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 
            

Communications Associate (1) 
Marketing Associate (1) 

Media Relations Associate (1) 
Talent Relations and Events Associate (1) 

 
$67,500.00 $69,525.00 $71,610.75 $73,401.02 $75,236.04 $77,116.95 $79,044.87 $81,020.99 $83,046.52 $85,122.68 

Communications Sr. Associate (2) 
Marketing Sr. Associate (2) 

Media Relations Sr. Associate (2) 
Talent Relations and Events Sr Associate (2) 

 
$77,659.92 $79,989.72 $82,389.41 $84,449.15 $86,560.38 $88,724.39 $90,942.50 $93,216.06 $95,546.46 $97,935.12 

Communications Manager (3) 
Marketing Manager (3) 

Media Relations Manager (3) 
Talent Relations and Events Associate (3) 

 
$93,067.82 $95,859.85 $98,735.65 $101,204.04 $103,734.14 $106,327.49 $108,985.68 $111,710.32 $114,503.08 $117,365.66 

Communications Sr. Manager (4) 
Marketing Sr. Manager (4) 

Media Relations Sr. Manager (4) 
Talent Relations and Events Sr. Manager (4) 

 
$113,155.00 $116,549.65 $120,046.14 $123,047.29 $126,123.47 $129,276.56 $132,508.47 $135,821.18 $139,216.71 $142,697.13 
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Communications and Marketing Project Management Career Track 
 
 

Grade  Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 
            

Associate Project Manager (1)  $81,985.50 $84,445.07 $86,978.42 $89,152.88 $91,381.70 $93,666.24 $96,007.90 $98,408.10 $100,868.30 $103,390.01 
Project Manager (2)  $103,437.00 $106,540.11 $109,736.31 $112,479.72 $115,291.71 $118,174.01 $121,128.36 $124,156.57 $127,260.48 $130,441.99 

Senior Project Manager (3)  $126,541.50 $130,337.75 $134,247.88 $137,604.07 $141,044.18 $144,570.28 $148,184.54 $151,889.15 $155,686.38 $159,578.54 
 
 

DevOps Career Track 
 
 

Grade  Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 
            

Associate DevOps Engineer (1)  $89,693.52 $92,384.32 $95,155.85 $97,534.75 $99,973.12 $102,472.45 $105,034.26 $107,660.11 $110,351.62 $113,110.41 
DevOps Engineer (2)  $107,300.24 $110,519.25 $113,834.83 $116,680.70 $119,597.71 $122,587.66 $125,652.35 $128,793.66 $132,013.50 $135,313.84 

Senior DevOps Engineer (3)  $126,138.84 $129,923.00 $133,820.69 $137,166.21 $140,595.37 $144,110.25 $147,713.01 $151,405.83 $155,190.98 $159,070.75 
Lead DevOps Engineer (4)  $138,900.77 $143,067.79 $147,359.83 $151,043.82 $154,819.92 $158,690.42 $162,657.68 $166,724.12 $170,892.22 $175,164.53 

 
 

Digital Content and Podcast Operations Career Track 
 
 

Grade  Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 
            

Production Operations Specialist (1)  $68,501.22 $70,556.25 $72,672.94 $74,489.76 $76,352.01 $78,260.81 $80,217.33 $82,222.76 $84,278.33 $86,385.29 
Senior Production Operations Specialist (2)  $82,271.19 $84,739.32 $87,281.50 $89,463.54 $91,700.13 $93,992.63 $96,342.45 $98,751.01 $101,219.78 $103,750.28 
Staff Production Operations Specialist (3)  $93,683.74 $96,494.25 $99,389.08 $101,873.81 $104,420.65 $107,031.17 $109,706.95 $112,449.62 $115,260.86 $118,142.38 

 
 

Mobile and Voice Software Engineering Career Track 
 
 

Grade  Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 
            
Associate Mobile Software Engineer (1)  $97,969.97 $100,909.07 $103,936.34 $106,534.75 $109,198.12 $111,928.07 $114,726.28 $117,594.43 $120,534.29 $123,547.65 

Mobile Software Engineer (2)  $124,508.51 $128,243.77 $132,091.08 $135,393.36 $138,778.19 $142,247.64 $145,803.83 $149,448.93 $153,185.15 $157,014.78 
Senior Mobile Software Engineer (3)  $148,821.29 $153,285.93 $157,884.50 $161,831.62 $165,877.41 $170,024.34 $174,274.95 $178,631.82 $183,097.62 $187,675.06 
Staff Mobile Software Engineer (4)  $165,799.48 $170,773.47 $175,896.67 $180,294.09 $184,801.44 $189,421.48 $194,157.01 $199,010.94 $203,986.21 $209,085.87 

Principal Mobile Software Engineer (5)  $184,758.33 $190,301.08 $196,010.11 $200,910.36 $205,933.12 $211,081.45 $216,358.48 $221,767.45 $227,311.63 $232,994.42 
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Product Design Career Track 

Grade  Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 
            

Associate Design Researcher (1) 
Associate Design Technologist (1) 

Associate Product Designer (1) 

 
$83,987.29 $86,506.91 $89,102.12 $91,329.67 $93,612.91 $95,953.24 $98,352.07 $100,810.87 $103,331.14 $105,914.42 

 Design Researcher (2) 
 Design Technologist (2) 

 Product Designer (2) 

 
$102,868.47 $105,954.53 $109,133.16 $111,861.49 $114,658.03 $117,524.48 $120,462.59 $123,474.15 $126,561.01 $129,725.03 

Senior Design Researcher (3) 
Senior Design Technologist (3) 

Senior Product Designer (3) 

 
$125,646.49 $129,415.88 $133,298.36 $136,630.82 $140,046.59 $143,547.76 $147,136.45 $150,814.86 $154,585.23 $158,449.86 

Staff Design Researcher (4) 
Staff Design Technologist (4) 

Staff Product Designer (4) 

 
$149,894.06 $154,390.88 $159,022.61 $162,998.17 $167,073.13 $171,249.95 $175,531.20 $179,919.48 $184,417.47 $189,027.91 

Principal Design Researcher (5) 
Principal Design Technologist (5) 

Principal Product Designer (5) 

 
$171,173.34 $176,308.54 $181,597.80 $186,137.74 $190,791.18 $195,560.96 $200,449.99 $205,461.24 $210,597.77 $215,862.71 

Product Management Career Track 

Grade  Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 
            

Associate Product Manager (1)  $86,605.46 $89,203.62 $91,879.73 $94,176.72 $96,531.14 $98,944.42 $101,418.03 $103,953.48 $106,552.32 $109,216.12 
Product Manager (2)  $115,761.32 $119,234.16 $122,811.18 $125,881.46 $129,028.50 $132,254.21 $135,560.57 $138,949.58 $142,423.32 $145,983.90 

Senior Product Manager (3)  $132,915.86 $136,903.34 $141,010.44 $144,535.70 $148,149.09 $151,852.82 $155,649.14 $159,540.37 $163,528.88 $167,617.10 
Lead Product Manager (4)  $149,752.00 $154,244.56 $158,871.90 $162,843.70 $166,914.79 $171,087.66 $175,364.85 $179,748.97 $184,242.70 $188,848.76 

Software Engineering Career Track 

Grade  Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 
            

Associate Software Engineer (1) 
Associate Systems Engineer (1) 

 $92,822.25 $95,606.92 $98,475.13 $100,937.01 $103,460.43 $106,046.94 $108,698.12 $111,415.57 $114,200.96 $117,055.98 

Software Engineer (2) 
Systems Engineer (2) 

 $117,968.09 $121,507.14 $125,152.35 $128,281.16 $131,488.19 $134,775.39 $138,144.78 $141,598.40 $145,138.36 $148,766.82 

Senior Software Engineer (3) 
Senior Systems Engineer (3) 

 $126,541.31 $130,337.55 $134,247.68 $137,603.87 $141,043.97 $144,570.07 $148,184.32 $151,888.93 $155,686.15 $159,578.30 

Staff Software Engineer (4)  $143,817.00 $148,131.51 $152,575.46 $156,389.84 $160,299.59 $164,307.08 $168,414.75 $172,625.12 $176,940.75 $181,364.27 
Principal Software Engineer (5) 
Senior Software Architect (5) 

 $184,758.33 $190,301.08 $196,010.11 $200,910.36 $205,933.12 $211,081.45 $216,358.48 $221,767.45 $227,311.63 $232,994.42 

Test Engineering Career Track 

Grade  Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 
            

Test Engineer (1)  $102,868.47 $105,954.53 $109,133.16 $111,861.49 $114,658.03 $117,524.48 $120,462.59 $123,474.15 $126,561.01 $129,725.03 
Senior Test Engineer (2)  $112,974.22 $116,363.45 $119,854.35 $122,850.71 $125,921.98 $129,070.02 $132,296.78 $135,604.19 $138,994.30 $142,469.16 
Staff Test Engineer (3)  $131,377.75 $135,319.08 $139,378.66 $142,863.12 $146,434.70 $150,095.57 $153,847.96 $157,694.16 $161,636.51 $165,677.42 
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A. Audience Insight Career Track 
 

Grade Role 
  

1 Associate Insight Analyst 
2 Insight Analyst 
3 Senior Insight Analyst 
4 Insight Manager 
5 Senior Insight Manager 

 
1. Associate Insight Analyst (Grade 1) 

 
a. The Associate Insight Analyst is employed for a period of up to twelve (12) months to perform 

entry level functions. As such, an Associate Insight Analyst is not expected to have relevant 
paid work experience (including NPR internships) or knowledge. If an Employee has sufficient 
knowledge and experience, they will be promoted to Insight Analyst prior to the end of the 
twelve month period. 

b. Analysis, Reporting, and Communication: With support, pull data and draft initial results 
interpretations and responses to incoming questions with a focus on accuracy and clarity. 

c. Culture: contribute to an inclusive team culture; demonstrate a willingness to learn systems, 
tools, processes and procedures. 

 
2. Insight Analyst (Grade 2). All of the essential characteristics in the prior Grade, plus the following: 

 
a. Analysis, Reporting, and Communication: Pull and troubleshoot data, analyze and interpret 

results, answer incoming questions and requests, produce reports and presentation materials, 
communicate findings with stakeholders. 

b. Project contribution: Assist in the development of dashboards, reports and other ways of 
delivering automated insights. May assist in creating data summaries. Support in all phases of 
custom qualitative and qualitative research projects. 

c. Collaboration: 
i. facilitates and participates in cross-functional collaboration. 
ii. shares work early, reaching out to peers and managers for continuous improvement. 

 
3. Senior Insight Analyst (Grade 3). All of the essential characteristics in the prior Grade, plus the 

following: 
 

1. Relationship management: Proactively develop and manage relationships with key 
stakeholders. 

2. Consultation: Work with internal teams on how they can best use data for decision making and 
train them in using insights tools and resources. 

3. Strategy: Develop and maintain a strong point of view on audience needs in area(s) of expertise 
and communicate that clearly as part of consultation and relationship management. 

4. Project management: 
i. craft, oversee, execute, and analyze custom quantitative and qualitative research projects; 
ii. manage proprietary data sources, and/or 
iii. lead the development of new dashboards, reports, and other ways of delivering automated 

insights; manage portfolio 
5. Analysis, Reporting, Communication: Communicate findings with historical and 

environmental context and a context and a clear understanding of business outcomes. 
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6. Mentorship: Share technical expertise with co-workers and teammates to improve work 
product 

7. Collaboration: facilitates cross-functional collaboration 
 

4. Insight Manager (Grade 4). All of the essential characteristics in the prior Grade, plus the following: 
 

a. Relationship management: 
i. Manage relationships with outside vendors and other third-party organizations. 
ii. Holds relevant inclusive stakeholder meetings ensuring different opinions and diverse 

perspectives are elevated. 
b. Collaboration: Facilitate cross-team collaboration. 
c. Strategy:  

i. Oversee a particular product area or domain. 
ii. Lead relationships with relevant stakeholders in that domain. 
iii. Prioritizes incoming work based on knowledge of departmental and organizational 

strategy. 
d. Analysis, reporting, communication:  

i. Through deep stakeholder cultivation and understanding of the media environment, 
anticipate needs and develop research tools and reporting to address current and future 
business needs. 

ii. Deliver recommendations with a clear connection to business decisions. 
iii. Proactively suggest their own or others’ insight content for internal and Member station 

communication channels (e.g., weekly emails, monthly meetings, webinars, NPR Studio) 
iv. Proactively communicate relevant insights broadly to teams that might act on them (beyond 

the initial requestor) 
 

5. Senior Insight Manager (Grade 5). All of the essential characteristics in the prior Grade, plus the 
following: 

 
a. Leadership: Influence relevant stakeholders at all levels, including executives, including 

consensus-building across divisions. 
b. Strategy: Recommend opportunities and proactively elevate insight to shape and inform 

strategy across the organization, particularly in areas where insight is not currently used but 
could maximize impact for the organization. 

c. Mentorship: Supports the growth of other analysts through seeking out expertise across the 
team to share their knowledge, including their own, to elevate technical and influence-building 
capabilities of the entire team. 

 
B. Brand Design Career Track 
 

Grade Role 
  

1 Associate Copywriter 
Associate Graphic Designer 

2 Copywriter 
Graphic Designer 

3 Brand Designer 
Brand Lead 

4 Senior Brand Designer 
Senior Brand Lead 
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1. Graphic/Brand Designers. Brand designers strengthen NPR’s brand and attract new audience to its 
ever-growing content portfolio. They conceptualize and create brand systems for new and existing 
NPR podcasts, programs, products and properties. They also dream up and design high-impact 
marketing campaigns, building all required assets to reach target audiences. They participate in 
team brainstorms and work with strategists, copywriters, and other stakeholders to shape the overall 
concept/vision of a brand or campaign. They act as a spokesperson for brand and creative design 
best practices at NPR and beyond. 
 
a. Associate Graphic Designer (Grade 1) 

 
i. The Associate Graphic Designer is employed for up to twelve (12) months to perform entry 

level functions. As such, an Associate Graphic Designer is not expected to have relevant 
paid work experience (including NPR internships) or knowledge. If an Employee 
demonstrates sufficient knowledge and experience, they will be promoted to Graphic 
Designer prior to the end of the twelve month period. 

ii. The Associate Graphic Designer is expected to complete all of the baseline duties, but, 
instead of building out entire systems, mostly provides support to other Designers on the 
team across the ongoing portfolio of brand-related projects, such as the following: 

 
• Builds out assets that follow a more senior designer’s concept or vision for a brand. 

Applies existing brand guidelines and systems to create such assets or other 
deliverables for marketing campaigns. 

• May build out brands for smaller, lower-visibility projects. 
• May create decks that others present. 

 
b. Graphic Designer (Grade 2). All of the essential characteristics in the prior Grade, plus the 

following:  
 

i. Creates marketing campaigns that follow existing brand guidelines. Helps develop the 
overall approach: its art direction and creative concepts. 

ii. Builds all campaign assets required for each campaign: digital and social ads, key art, 
illustrations, animations, videos, outdoor art, photography, graphic systems, and more. 

iii. Pays attention to audience research and user testing, adapting to new insights and applying 
learnings to your work. 

 
c. Brand Designer (Grade 3). All of the essential characteristics in the prior Grade, plus the 

following:  
 

i. Imagines and designs entirely new brands and brand systems for new NPR products and 
shows. Reimagines brands of existing NPR properties to resonate with younger, more 
diverse audiences. 

ii. Invests in the larger mission of a brand and/or campaign. Share big ideas that shape the 
product beyond the visual design — brand/campaign concepts, tactics/executions, 
extensions, new platform activations, and other ideas. 

iii. Creates distinct visual styles based on target audience data, project ambitions, 
requirements, and limitations. 

iv. Actively contributes to team brainstorms, whether in the room or via collaboration tools. 
v. Reviews the work of other designers and provide feedback. Ensure final graphics and 

layouts are high-quality, align with brand standards, and maintain consistency across 
brands and campaigns. 
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vi. Confidently presents ideas, creative concepts, and designs to project stakeholders across 
NPR and the public radio network. 

 
8. Senior Brand Designer (Grade 4). All of the essential characteristics in the prior Grade, plus 

the following: 
 

i. Mentors and coaches less experienced designers on the team on a consistent basis. 
ii. Creates overarching, comprehensive guidelines and systems that stretch across  

multiple brands or projects. Oversees implementation and execution and troubleshoots as 
needed. 

iii. Identifies and entirely oversees the team’s overall portfolio of design contractors and 
freelancers, from start to finish. Recruits new talent as needed. 

iv. Fosters productive, meaningful, company-wide collaboration around brand design, 
troubleshooting challenges and roadblocks holistically. 

v. Vets, selects, hires, and manages design interns. 
 

2. Copywriting. Copywriters write persuasive copy concepts in an engaging and ambitious way for 
internal NPR content; interpret creative direction and technical information and turning them into 
persuasive copy; develop data-driven creative strategies that are forward-thinking and in-line with 
current media trends; collaborate with PR and strategy departments to brainstorm and develop a 
united system of marketing materials. They are proficient with a wide variety of industry-standard 
design tools. 
 
a. Associate Copywriter (Grade 1) 

 
i. The Associate Copywriter is employed for a period of up to twelve (12) months to perform 

entry level functions. As such, an Associate Copywriter is not expected to have relevant 
paid work experience (including NPR internships) or knowledge. If an Employee 
demonstrates sufficient knowledge and experience, they will be promoted to Copywriter 
prior to the end of the twelve month period. 

ii. All of the baseline duties, but also includes providing support to other Creatives on the 
team across the ongoing portfolio of brand-related projects. 

 
b. Copywriter (Grade 2). All of the essential characteristics in the prior Grade, plus the following: 

 
i. Create distinctive project-level concepts, headlines, and copy for integrated ad campaigns, 

native advertising, websites, blogs, digital direct marketing, identity design, merchandise, 
and collateral. 

ii. Conduct brand and show naming exercises with stakeholders. 
iii. Spearhead development of special audio promos, where we bundle shows together around 

bigger themes, times of year, and/or newsworthy moments of urgency. 
 

c. Brand Lead or Creative Lead (Grade 3). All of the essential characteristics in the prior Grade, 
plus the following: 
 
i. In concert with Marketing strategists, drives complex creative projects from kick-off 

through execution, including: running meetings, scheduling creative reviews, overseeing 
budgets, and serving as the primary liaison with NPR’s newsroom and Programming 
departments on any given show or project. 

ii. Collaborate on large-scale creative projects with external agencies, Member stations, and 
freelance resources. 
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iii. Shape vision and execution of video production when required for campaign. 
iv. Manage relationships with freelancers and contractors assigned to any given project. 
v. Establish creative direction and tone for specific marketing-owned platforms (e.g. NPR 

Podcasts Instagram). 
 

d. Senior Brand Lead or Senior Creative Lead (Grade 4). All of the essential characteristics in the 
prior Grade, plus the following: 
 
i. Articulate and defend the voice, position, and tone for brand and marketing campaigns, 

including NPR programs, digital products, and national fundraising efforts. Sets the 
creative vision for these campaigns, which inform the visual look and implementation of 
the key message. 

ii. Accurately scope and estimates work of other Creatives, to help department leadership with 
resource planning. 

iii. Help define our creative campaign development process and philosophies, troubleshooting 
problem areas and eliminating roadblocks. 

iv. Consult industry experts and actively shares thought leadership to keep the entire 
department connected to industry trends and best practices. 

v. Manage, coach, and mentor freelancers, other Creatives, and interns. Work with and 
creative-directs freelance copywriters and designers. 

vi. Set the holistic creative vision for entire marketing campaigns. This creative vision informs 
the visual look and implementation of the key message. 

vii. Serve as final quality control check for creative campaigns, checking for errors, 
proofreading assets, and ensuring layouts align with brand standards and marketing best 
practices. Makes sure assets maintain concision, cohesion, and consistency across 
platforms. 

viii. Spearhead development of special audio promos; bundling shows together around bigger 
themes, times of year, and/or newsworthy moments of urgency. 

ix. Vet, select, hire, and manage Creative interns. 
 

C. Business Partnerships Career Track 
 

Grade Role 
  

1 Business Partnerships Manager 
2 Senior Business Partnerships Manager 

 
1. Business Partnerships Manager (Grade 1). In the event that NPR fills this position, the essential 

characteristics will be bargained with the Union in accordance with Article 11(C)(2) (Employee 
Classifications and Job Duties). 
 

2. Senior Business Partnerships Manager (Grade 2). The Senior Business Partnerships Manager 
focuses on: identifying new partnership opportunities, surfacing and developing new projects and 
products within NPR, and facilitating post-deal implementation, through performance of the 
following duties: 
 
a. Identify partners or other opportunities to address needs assessed by the Senior Director of 

Business Partnerships using market research, scenario planning, and analysis frameworks. 
Cultivate a robust portfolio of partner relationships and projects generating annual revenue to 
help meet organizational goals. Research and develop rich cross-industry marketing 
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opportunities for existing assets and prepare the business case, when required, for financing or 
investment (such as through ROI analysis, cost/benefit, scenario planning, and other data-
driven methodologies). 

b. Coordinate internal and external teams on existing projects to optimize and prioritize content 
distribution across partnerships, including: consistent and effective internal cross-function 
communication, creation of project plans, deal management (including drafting business terms, 
reviewing contracts, and negotiating contracts under the supervision of the Senior Director of 
Business Partnerships), and facilitation of post-deal implementation (including working with 
internal teams to ensure contracts are completed and mitigating risk). 

c. Build strong relationships with prospects to foster multi-year contracts (including through 
managing day-to-day communications with external partners, fielding and vetting partnership 
inquiries, and managing requests for relevant information). Define and manage the qualitative 
and quantitative processes by which NPR manages and protects its relationships with its largest 
clients (including creating and communicating standard processes for partnership cultivation 
and tracking), working in collaboration with the Senior Director of Business Partnerships. 

d. Work with internal teams and stakeholders to ensure there is organizational understanding and 
support for deals and strategic partnerships as well as nurture cross-functional staff 
relationships and adopt enterprise-wide best practices. 

 
While the duties listed above are primarily focused on developing new business opportunities, an 
Employee in this role could also be assigned duties that involve managing existing business 
relationships by serving as the company-wide subject matter expert on varied contracts, business 
terms, and relationships. 
 

D. Communications and Marketing Career Track 
 

Grade Role 
  

1 
Communications Associate 

Marketing Associate 
Media Relations Associate 

Talent Relations and Events Associate 

2 
Communications Senior Associate 

Marketing Senior Associate 
Media Relations Senior Associate 

Talent Relations and Events Senior Associate 

3 
Communications Manager 

Marketing Manager 
Media Relations Manager 

Talent Relations and Events Senior Manager 

4 
Communications Senior Manager 

Marketing Senior Manager 
Media Relations Senior Manager 

Talent Relations and Events Senior Manager 
 
1. Communications 

 
a. Corporate Communications and Audience Relations 

 
i. Within the Corporate Communications and Audience Relations department, there are roles 

focused on Corporate Communications and roles focused on Audience Relations. 
ii. Corporate Communications roles include the following areas of work: Staff 

communications around operational changes and daily information needs of NPR staff, 
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internal newsletter, internal communication strategy and planning, including support for 
crisis communications, Intranet content, communications for close-in external stakeholders 
and audiences, and staff meeting or Corporate Communications event support. These roles 
stay informed about current staff perceptions, attitudes, issues, and concerns as relevant to 
internal communications needs and strategies and recommending communications 
strategies that support both the organization’s ambitions and staff needs. Corporate 
communications ownership/accountability for areas of work for Grades I-III does not 
include supervisory, executive, Board of Directors, or Member station communications. 

iii. Audience Relations roles include the following areas of work: Representing audience 
perspectives in large cross divisional projects, amplifying audience feedback and 
perspectives to internal and other close-in stakeholders, supporting and informing audience 
communications strategy as needed for close-in stakeholders, responding to audience 
feedback and analyzing audience sentiment (including NPR’s digital support presence for 
audiences on social platforms), strategic messaging for NPR’s audience-facing platforms, 
and audience engagement via the npr.org About section, contact form, and email 
management system. These roles stay informed about current audience perceptions, 
attitudes, issues, and concerns as relevant to internal needs and strategies and 
recommending communications strategies that support both the organization’s ambitions 
and audience needs. 

iv. Responsibilities for roles focused on either Corporate Communications or Audience 
Relations are generally separate and it is a priority to have consistency in role clarity and 
area of work ownership and accountability. There may be overlap in certain areas where 
core skills and goals are aligned in support of the policy and strategic direction established 
by the Chief Communications Officer. For example, all Communications and Audience 
Relations staff must ensure communications with internal staff, audiences, and close-in 
external stakeholders align with corporate and Communications goals, priorities, and 
standards. Staff in either type of role may be assigned as a lead for byline and bios work in 
a manner consistent with their other skills and responsibilities, but an individual Employee 
is generally not expected to work outside their area of work if they are not coordinating 
and collaborating with their fellow staff. Staff in either type of role may be asked to fill in 
other areas to manage temporary workload needs that they have been trained for (such as 
when a colleague is on leave). In doing so, and subject to all other requirements and 
limitations in this Agreement, including Article 11 (Employee Classifications and Job 
Duties), Article 12 (Hours of Work), and Article 28 (Training), any such work will consider 
the Employee’s current portfolios of work contained in their job description and will be 
consistent with the staff member’s duties contained in this Appendix B and will be 
requested with a reasonable expectation of coordination and/or guidance from other team 
members and/or supervisors, as needed for the effective handling of the work. 

 
b. Media Relations 

 
i. Within the Publicity and Social Media department, there are roles focused on Publicity and 

roles focused on Social Media. 
ii. Publicity roles include the following areas of work: Serving as a team liaison with key 

content units; identifying and coordinating publicity and social media opportunities, as well 
as incoming media requests; support and grow external presence, activities, and priorities 
through the generation and placement of stories and talent; story generation, internal 
follow-up, media contacting, research and fact-gathering, management of approval 
process, and internal/external distribution; outreach to both familiar and new contacts in 
print, broadcast, and online media; building a personal network of media contacts relevant 
to NPR’s activities. These roles maintain and expand the department’s media contact 
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databases, as well as a cross-section of NPR collateral materials, working with editorial 
supervisors as necessary and posting releases or corporate blog posts on NPR.org. They 
also serve as an NPR liaison with other PR departments, agencies, and publicists on behalf 
of NPR talent to support their outside activities, enrich NPR station opportunities and 
protect the NPR brand. Their portfolios include the following topics: newsroom desk 
coverage, newsmagazines, music coverage, podcasts, and other journalistic/editorial 
content. Ownership for areas of work for Grades I-III does not include executive, Board of 
Directors, or Member station publicity. 

iii. Social Media roles include the following areas of work: Supporting efforts to get NPR in 
front of new audiences by planning, drafting and executing content for the NPR Extra suite 
of corporate social media channels. 

iv. Responsibilities for roles focused on either Publicity or Social Media are generally 
separate, but may have overlap in certain areas where core skills and goals are aligned in 
support of the policy and strategic direction established by the Chief Communications 
Officer. For example, social media should be a consideration for every publicity plan, and 
all Publicity and Social Media outreach plans must align with corporate and 
Communications goals, priorities, and standards. In general, an individual Employee is not 
expected to work outside their area of work if they are not coordinating and collaborating 
with their fellow staff. Staff with either focus may be asked to fill in other areas to manage 
temporary workload needs that they have been trained for (such as when a colleague is on 
leave). In doing so, and subject to all other requirements and limitations in this Agreement, 
including Article 11 (Employee Classifications and Job Duties), Article 12 (Hours of 
Work), and Article 28 (Training), any such work will be consistent with the staff member’s 
duties contained in this Appendix B and will consider the Employee’s current portfolios of 
work contained in their job description and will be requested with a reasonable expectation 
of coordination and/or guidance from other team members and/or supervisors, as needed 
for the effective handling of the work. 
 

c. Talent Relations 
 
i. Identifying regional, national, and international brand-building speaking opportunities, 

evaluating and vetting Talent Relations opportunities (excluding Member station 
appearances). 

ii. Managing staff/talent presence (excluding Member station appearances) by working 
directly with NPR talent to review each speaking requests; discussing the event’s 
requirements and the talent’s requirements to participate; negotiating on behalf of the talent 
regarding honorarium, event parameters/format, and travel logistics; and declining or 
accepting invitations on behalf of the talent in a timely fashion. 

iii. Sporting those events and publicity through the coordination of speaking assets (including 
headshots, boils, presentations, and messaging points). 

iv. Supporting Public Media conferences by providing strategic guidance to Communications 
division leadership related to public media conference goals and sponsorships and tracking 
conference deadlines, preparing staff for conferences, and coordinating meeting presence 
on site. 

 
d. Within the Career Track, roles fall within one of the following four (4) Grades: 

 
i. Associate (Grade 1) 

 
• Plan, write, edit, and proofread content for the Communications division related to the 

individual’s area of responsibility, which includes content for the Media Relations, 
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Publicity, Internal Communications, Talent Relations or Audience Relations 
department. 

• Communicate directly, on behalf of NPR, with internal and external stakeholders 
within their specific areas of work. 

• Assist with the maintenance of NPR’s Communication platforms, spaces, and tools, 
such as the Intranet, the staff daily newsletters, internal building digital displays, social 
media channels, corporate section of NPR. Org, and audience response templates. 

• Provide logistical support for internal and external communications meetings and 
events. 

• Support the implementation of communications plans and strategies. 
• Demonstrate ability to implement directions/strategy in independent work and work 

with members of the Communications team. 
 

ii. Senior Associate (Grade 2). All of the essential characteristics in the prior Grade with less 
direct supervision, plus the following: 

 
• Work more independently and represent the Communications division at meetings 

with other teams across the organization. 
• Lead or oversee relationships, content, and updates in a specific Communications area 

(e.g. social media blogs and channels, bios pages, audience support for content, 
coverage, specific digital products or platforms) and serve as the point person for 
specific work. 

• Represent their sphere of work to other departments through briefings and meetings. 
• Provide final copy edits for materials produced by or in-collaboration with the 

Communications division, such as all-staff notes, NPR Extra social media and blog 
posts, Intranet announcements, npr.org About pages, help.npr.org content, extensive 
database of audience help articles and response templates. 

• Identify communication topics within their primary areas of work that need to be 
addressed in a sensitive and timely manner, and respond or escalate to other 
stakeholders as appropriate. 

• Support relevant stakeholders and proactively seek out opportunities to engage with 
them within their primary areas of work (e.g. audience members who need technical 
support, new communities to bring NPR awareness to). 

 
iii. Manager (Grade 3). All of the essential characteristics of the prior Grade with less direct 

supervision and at a higher level of experience and independence, plus the following: 
 

• Handle breaking and urgent communication needs news and exclusives often on very 
short deadlines, as needed and as assigned. 

• Help train more junior staff at basic skills. 
• Able to work across teams and with senior leaders to define strategy and media 

communications approaches. 
• Understand and is able to successfully align timelines, NPR strategies, and 

communications opportunities with minimal supervision. 
• Advise in communications strategy and brand protection. 
• Has a working understanding of NPR’s goals and strategies as they relate to 

Communications division work. 
• Expected to propose and execute projects in support of NPR’s communication goals 

within the scope of the role, thinking of new ideas and plans to address opportunities 
without direction. 
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• Create and execute communications plans and strategies, including drafting messaging 
and creating materials as needed to support the plans and strategies. 

• Work with stakeholders across the organization to identify, create and execute 
divisional plans and strategies that support NPR operational needs, updates, and goals. 

• Identify and address where communications messages and messengers are in conflict 
or out of sync, and address those discrepancies where possible. 

• Generate ideas on how to better reach and communicate with specific target audiences, 
and share those findings with the team. 

• Support Corporate Communications senior leadership in the development of high-level 
communications plans for major company announcements, including the launch of 
new projects and programs, executive-level transitions, and related news. 

• Manage the implementation of staff communication related to these developments. 
They also support the Corporate Communications senior leadership in drafting 
messaging, correspondence, and presentations for senior leadership and strategic 
communications. 

 
iv. Senior Manager (Grade 4). All of the essential characteristics of the prior Grade with less 

direct supervision at an expert level and with a higher level of experience, in addition to 
the following: 

 
• Understand the larger media environment and seek out information relative to NPR’s 

challenges and opportunities both inside and outside of the organization (internal 
operations/strategies as well as larger business environment around NPR) and 
incorporate that information into their approach to their work. 

• Provide strategic thinking and thought leadership to the Communications Leadership 
in the specific Communications area of work of the Employee. Work with 
Communications senior leadership to set strategies and goals for the team and NPR as 
a whole. 

• Expected to collaborate across NPR itself, NPR Member stations and the public 
broadcasting system within the Employee’s areas of work. 

• Work in concert with NPR leadership in cross-divisional projects. 
• Embrace change and build pathways for implementation of changes in goals/activities. 
• Brief and leads meetings on NPR Communications’ team’s work that may be outside 

their individual sphere of work, involving senior management and staff in other 
divisions. Ownership/accountability for areas of work for Grade IV may include 
supervisory, executive, Board of Directors, or Member station communications or 
publicity. 

 
2. Marketing 

 
a. Marketing Associate (Grade 1) 

 
i. Supports the Promotions Manager and/or Senior Director of Brand and Marketing in the 

ideation, strategy, execution, and tracking of marketing campaigns and/or NPR’s 
promotional inventory (owned, paid, and partner). 

ii. Helps create deliverables lists for campaigns, rebrands, and new show launches — 
coordinating asset production with NPR’s Creative Team. 

iii. Delivers creative assets to all departments across NPR (Digital Media, Programming, the 
Newsroom, Internal Communications, PR.). 
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iv. Traffics audio deliverables for cross-promotions across the NPR Podcast portfolio, and/or 
coordinates with podcast producers on asset creation. 

v. Executes campaigns in NPR’s ad server with approval/review from managers. 
vi. Delivers assets to NPR’s marketing agency partners, reviewing performance closely and 

recommending optimizations to ensure success. 
vii. Coordinates execution of barter opportunities for NPR’s portfolio of podcasts and digital 

content (both internally and externally), and executes NPR’s side of those barters as 
directed by contracts/agreements etc. 

viii. Builds and sends some audience-facing promotional content (emails in marketing cloud, 
website messages in piano, etc.) after review and approval from stakeholders. 

 
b. Marketing Senior Associate (Grade 2). All of the essential characteristics in the prior Grade, 

plus the following: 
 
i. More autonomously organizes ad server structure and executes promotional campaigns in 

NPR’s ad server and marketing attribution toolset. 
ii. Researches and identifies new barter opportunities for promotional campaigns. 
iii. Measure and report on project or promotion success using marketing attribution and impact 

technology and provide recommendations on marketing strategy with the campaign’s 
manager. 

iv. Take initiative to plan, strategize, and execute on sustained promotion campaigns with 
Promotions Manager and specific podcast teams. 

v. Work with other stakeholders on allocating marketing inventory (NPR Network, PR, 
Fundraising, NPM, etc) and execute inventory agreements. 

vi. Track and execute marketing aspects of podcast distribution contracts and partner 
agreements. 

vii. May schedule and/or build promotional newsletters, website messages, or other public 
facing messages with support/approval from stakeholders. 
 

c. Marketing Manager (Grade 3). All of the essential characteristics in the prior Grade, plus the 
following: 
 
i. Manages standard promotional projects from kick-off through execution, including: 

building timelines, running meetings, stakeholder reviews/buy-in, scheduling reviews, and 
ensuring the project is completed on time. 

ii. Executes marketing strategies/plans for a select number of programs, podcasts, events, 
platforms, and consumer products – includes identifying target audiences and defining key 
marketing messages. 

iii. Serves as the primary liaison between marketing and any external teams their primary 
marketing projects are serving (most often teams in programming, newsroom, etc.) and 
ensuring that marketing is delivering for those stakeholders. 

iv. Leads development of campaign briefs, and other guiding documentation of projects. 
v. Works with Creative partners to manage campaign deliverables and ensures assets 

delivered to necessary contacts. 
vi. May schedule and/or build promotional newsletters, website messages, or other public 

facing messages with support/approval from stakeholders. 
vii. Measures and succinctly shares campaign outcomes using industry-standard metrics (e.g. 

Nielsen ratings, Cume, AQH, click thru rates, downloads); to help assess the performance 
of ad campaigns, shows and podcasts. 
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d. Marketing Senior Manager (Grade 4). All of the essential characteristics in the prior Grade, 
plus the following: 
 
i. Creates brand strategies and marketing plans for a broader portfolio of NPR’s programs, 

podcasts, platforms, etc. - often but not necessarily overseeing a well-defined “section” of 
properties (i.e. overseeing all news related marketing projects, or all product/conversion 
related marketing projects). 

ii. Owns relationships with Programming or other department stakeholders across their entire 
portfolio of projects/shows (i.e. manages relationship with multiple teams or a whole 
department rather than just specific teams). 

iii. Builds, manages, and owns marketing’s relationship with external partners. organizations 
or contractors (vendors, agencies, barter partners, podcast platforms, etc.). 

iv. Liaises with Member stations to launch collaborative marketing campaigns. 
v. Collects insights and reporting to help other team members learn from every campaign and 

improve future marketing practices. 
 

E. Communications and Marketing Project Management Career Track 
 

Grade Role 
  

1 Associate Project Manager 
2 Project Manager 
3 Senior Project Manager 

 
1. Scope 

 
a. With the Marketing team, the Project Manager plans and manages the creative side of all 

projects that pertain to brand-building and marketing campaigns. They have a deep 
understanding of the ins-and-outs of the creative process — from designing a brand identity, 
to naming a new product, to producing a promotional video, to building out a multi-platform 
campaign. They resolve obstacles and manage change requests as they arise, working with 
cross-functional colleagues to adjust timelines, project scope, and/or resources as needed. 

b. With the Communications team, the Project Manager manages multiple projects of varying 
complexity related to the digital platforms and tools used by Communications, which includes 
content architecture, automations management, and platform maintenance. 
 

2. Associate Project Manager (Grade 1) 
 
a. Plays a project management support role across multiple projects. 
b. Coordinates project calendars, schedules meetings, and runs point for important campaign 

milestones. (Examples: internal presentations, photoshoots, video shoots). Supports such 
moments on-site. 

c. Maintains deliverables lists and sends all deliverables to the right individuals. 
d. Supports contract development across vendors and freelancers. 

 
3. Project Manager (Grade 2). All of the preceding grade duties, but with less direct supervision at a 

higher level of experience, plus the following: 
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a. Manages projects from start to finish, ensuring deadlines are met and needs fulfilled. Builds 
project plans, establishes timelines, leads planning meetings, and sets monthly/weekly 
priorities. 

b. In concert with project team and department leadership, establishes and documents cross-
platform scope and requirements for any individual project. 

c. Represents the needs and concerns of stakeholders, both within individual departments and 
across the organization. 

d. Regularly evaluates processes and establishes workflows, informed by both the needs of the 
team and other stakeholders, as well as the evolving capabilities of tools and platforms. 

e. Lead intake and discovery sessions with stakeholders, capture documentation and produce 
timelines for scope delivery. Develops and maintains strong working relationships with 
external vendors and contractors. Develops contacts with oversight from Division leadership. 
 

4. Senior Project Manager (Grade 3). All of the preceding grade duties, but with less direct supervision 
at an expert level and with a higher level of experience, plus the following: 
 
a. Manage complex projects with greater impact on advancing the organization’s strategic goals, 

requiring a strong perspective on the interconnectedness of relevant departments and 
stakeholders. Builds and maintains team-wide project roadmap. Partners with Division 
leadership to map out, staff and track all projects, balancing budgets and workloads across the 
team. 

b. May manage and forecasts the department team’s budget. Works with Leadership to reallocate 
funds as priorities shift. 

c. Partners with department leadership to shape budget proposals based on defined goals and 
needs. 

d. Works with Department leadership to establish clear, replicable processes for all kinds of 
projects, start to finish. 

e. Finds optimal vendors and negotiates rates, in addition to developing and managing the strong 
relationships with such vendors. 

 
F. DevOps Engineering Career Track 

 
Grade Role 

  
1 Associate DevOps Engineer 
2 DevOps Engineer 
3 Senior DevOps Engineer 
4 Lead DevOps Engineer 

 
Baseline Duties: develop applications and automated tests in the programming languages adopted by 
their team and/or track specialization, in accordance with department standards and best practices and 
procedures; seek out and respond to code review and DevOps infrastructure and software design 
feedback, including reviewing code and technical designs written by peers; participate in technical, 
planning, and operational team activities (such as scrums, backlog grooming, quarterly planning, 
produce demonstrations, retrospectives, and infrastructure review; and stay abreast of industry best 
practices and evolution of their domain within their track specialization. 
 
1. Associate DevOps Engineer (Grade 1) 
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a. Receives direction from assigned work and approach from engineers in higher classifications, 

and their supervisor on at least a weekly basis. 
b. Estimates their assigned work with guidance from engineers in higher classifications. 
 

2. DevOps Engineer (Grade 2) 
 
a. Maintains continuous integration pipelines and may be called upon to contribute 

improvements. 
b. Takes responsibility for DevOps infrastructure and software development tasks which may 

include coordination across teams and systems. 
c. Accurately estimates level of effort with only occasional assistance. 
d. Communicates effectively with Product, Design, and other non-technical stakeholders about 

the statement of work. 
e. Assists and coaches DevOps engineers in lower classifications. 
f. Participates in code deployments to QA, UAT and production systems. 
 

3. Senior DevOps Engineer (Grade 3) 
 

a. Takes responsibility for DevOps infrastructure and software development tasks that require 
significant exposure to cross system implementation. These tasks include coordination across 
teams and systems. 

b. Creates, presents, and may collaborate on technical designs software architecture proposals as 
part of the software planning and implementation process. 

c. Creates and maintains continuous integration pipelines and cloud configuration in 
collaboration with DevOps team and engineers of higher classification in their team. 

d. Takes responsibility for the deployment of code and software their team owns. 
e. Excels at independently estimating level of effort with work statement, organization, and the 

ability to break down statements of work into actionable tickets. 
f. Serves as a subject matter expert in one or more applications. 
g. Assists and coaches DevOps Engineers in lower classifications. 
h. Proactively maintains, monitors, and improves software infrastructure. 

 
4. Lead DevOps Engineer (Grade 4) 

 
a. Proactively reviews all technical designs written by members of the team, facilitates discussion 

among engineers and technical leadership across teams to ensure technical coherence. 
b. Regularly assists DevOps engineers in lower classifications with the performance of their 

duties. 
c. Participates and contributes to Technology leadership planning and coordination, including 

among technical managers. 
d. Works closely with their assigned DevOps or Engineering Manager and stakeholders to plan, 

architect, and implement complex features. 
e. Identifies future roadmap, relevant technical developments, blockers, and long term strategy 

with their assigned Engineering manager and stakeholders. 
f. Generally, this Engineer is focused on workassigned to one team, and is assigned to work with 

and to be the non-supervisory assistant to a particular DevOps or Engineering Manager. 
g. Participates in planning and implementation of high availability infrastructure and long-term 

recovery infrastructure. 
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G. Digital Content and Podcast Operations Career Track 
 

Grade Role 
  

1 Production Operations Specialist 
2 Senior Production Operations Specialist 
3 Staff Production Operations Specialist 

 
1. Production Operations Specialist (Grade 1) 

 
a. Process show audio or video for NPR’s website, NPR’s owned and operated platforms, NPR’s 

Podcast Network/Plus, and third-party platforms. 
b. Encode NPR audio and video into multiple file formats using enterprise-level encoding 

software for digital distribution. 
c. Publish shows to NPR’s owned and operated platforms or third-party platforms. 
d. Manage and troubleshoot video and audio assets on NPR’s owned and operated platforms, and 

third-party podcast platforms. 
e. Deliver encoded audio and video content to NPR digital archive servers and third-party content 

delivery network(s). 
f. Monitor and maintain NPR digital audio and video archives and transference of files. 
g. Troubleshoot issues related to digital media encoding, streaming, and media file 

distribution/publishing systems. 
h. Document processes, procedures, instructions, and training materials for users within their 

areas of responsibility. 
i. For streaming, all of the above essential characteristics, plus the following:  

i. Create, operate, and maintain NPR Livestream solutions, operations, and audio and video 
recordings on NPR’s website, Member station sites and third-party content partners for live 
breaking news coverage, concerts and other events. 

ii. Support the Senior and Staff Production Operations Specialists. 
j. For podcast publishing, all of the above essential characteristics, plus the following: 

i. Support and provide tagging for sponsorship. 
ii. Launch new podcasts feeds, both ad-supported shows and NPR+ podcasts. 
iii. Support NPR podcasts (includes current licenses to Amazon, Luminary, and Wondery). 
iv. Provide daily QA checks for NPR Podcasts. 

 
2. Senior Production Operations Specialist (Grade 2) 

 
a. Train new or junior team members on new and existing production, streaming, and encoding 

systems, solutions, and infrastructure. 
b. Collaborate with tech, content, and other colleagues to research, plan, and design for new and 

future technology and content distribution. 
c. For streaming and publishing, all of the above essential characteristics, plus the following: 

i. Maintain NPR video encoding infrastructure, including secondary and backup systems. 
ii. Conduct hardware research, installation, setup, and testing. 
iii. Delegate and lead team during in-person and remote live productions and recordings. 
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3. Staff Production Operations Specialist (Grade 3) 
 

a. Manage team operations, including schedules and team meetings. 
b. Support development of video and audio publishing workflows. 
c. Devise solutions for video and audio publishing to NPR platforms and third-party platforms. 
d. Oversee production, encoding, and publishing of NPR video and audio assets presented on 

NPR platforms and third-party platforms. 
e. Ensure quality and accuracy of media asset publishing to the NPR platforms and third-party 

platforms; also ensure team adherence to adherence procedure. 
 

H. Product Design Career Track 
 

Grade Role 
  

1 
Associate Design Researcher 

Associate Design Technologist 
Associate Product Designer 

2 
Design Researcher 

 Design Technologist 
 Product Designer 

3 
Senior Design Researcher 

Senior Design Technologist 
Senior Product Designer 

4 
Staff Design Researcher 

Staff Design Technologist 
Staff Product Designer 

5 
Principal Design Researcher 

Principal Design Technologist 
Principal Product Designer 

 
1. Product Designer Roles 

 
a. Baseline duties are as follows: 

 
i. Distill complex ideas into clear, understandable design solutions and communicate them 

effectively to teammates, partners, and stakeholders. 
ii. Create elegant and useful designs that define NPR experiences and tell the NPR story. 
iii. Collaborate frequently with designers across disciplines. 
iv. Familiar with a variety of industry-standard design tools and processes. Examples: Figma, 

Miro, and emergent tools. 
v. Strong understanding of visual design elements and principles. 
vi. Use available resources to understand and appropriately address or serve specific 

audiences. 
vii. Explore a range of possible solutions through sketching, diagramming, and other methods. 
 

b. Associate Product Designer (Grade 1) 
 
i. Understands emergent insights and how they might relate to design work. 
ii. Distill complex ideas into clear, understandable design solutions and communicate them 

effectively to teammates, partners, and stakeholders. 
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iii. Strong understanding of visual design elements and principles. 
iv. Explore a range of possible solutions through sketching, diagramming, storyboarding, user 

journeys, and other methods. 
v. Identify the intended audience(s) and how they might be impacted by design decisions. 
vi. Actively participates in design critiques and user research studies. 
vii. Understand intended audience(s) and how they might be impacted by design decisions. 
viii. Act on guidance and feedback effectively. 
 

c. Product Designer (Grade 2). All of the essential characteristics in the prior Grade, plus the 
following: 
 
i. Define design direction for highest-priority products. 
ii. Create elegant and useful design systems that define the digital experience across 

platforms. 
iii. Gather, adapt to and apply lessons from research. 
iv. Strong understanding of and proficiency with established and emergent industry standards, 

tools and best practices. 
v. Strong ability to explain design decisions and elicit specific, useful feedback. 
vi. Ability to understand emergent insights and how they might relate to design work. 
vii. Recommend and execute user research for new and existing products and make 

recommendations for change. 
viii. Consume and act upon specific design goals and incorporate relevant research. 
ix. Effectively collaborates with adjacent disciplines (including, but not limited to 

copywriters, production artists, software engineers, and product managers) to achieve 
product or campaign goals. 

x. Work closely with developers to help build prototypes and refine working products. 
xi. Facilitate design thinking and co-creation sessions with relevant partners. 
 

d. Senior Product Designer (Grade 3). All of the essential characteristics in the prior Grade, plus 
the following: 

 
i. Facilitate brainstorming and/or co creation sessions with relevant partners. 
ii. Mentors designers with less experience. 
iii. Conceptualize and direct end-to-end design experiences, qualitative studies, design 

systems/standards, campaigns, and/or collateral. 
iv. Demonstrate an ability to balance innovation with pragmatism/ ability to accurately scope 

own work. 
v. Apply established and emergent industry standards and best practices. 
vi. Gather business requirements and translate them to audience-focused product or campaign 

goals. 
vii. Effectively collaborates with adjacent disciplines to define vision for products or 

campaigns. 
viii. Identify cross-system dependencies and potential conflicts. 
ix. Effectively work across multiple, related teams, systems, or projects. 
 

e. Staff Product Designer (Grade 4). All of the essential characteristics in the prior Grade, plus 
the following: 
 
i. Recommend and implement new emergency standards and best practices. 
ii. Identify and raise issues regarding team and project resourcing. 
iii. Accurately scope the work of other designers. 
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iv. Achieve cross-organizational alignment on design direction through coalition building and 
other methods. 

v. Conceptualize and implement right-sized design strategies for products or campaigns 
alongside key collaborators. 

vi. Communicate the value of design and evangelize our work within NPR, throughout the 
Network, and the wider design community. 

 
f. Principal Product Designer (Grade 5). All of the essential characteristics in the prior Grade, 

plus the following: 
 

i. Establish and effectively communicate design vision across the public radio network and 
provide design continuity. 

ii. Actively works to improve design processes and workflows across relevant teams. 
 

2. Design Researcher Roles 
 
Baseline Duties: Design researchers plan, conduct and analyze research studies with new and 
current audiences by collaborating with cross-functional colleagues to identify research questions 
and answer them with the appropriate methodology. Researchers use insights drawn from 
observable behaviors and audience needs to make recommendations for NPR's experiences. 

 
a. Associate Design Researcher (Grade 1). All of the baseline duties, plus the following: 

 
i. Design, facilitate, and analyze evaluative studies. 
ii. Design screener surveys. 
iii. Generate research questions. 
iv. Use internal resources and external research tools to recruit study participants. 
v. Facilitate studies using video chat, screen-sharing tools, or in the field. 
vi. Participate in design critiques. 
vii. Participate in evaluative and exploratory study design and analysis. 

 
b. Design Researcher (Grade 2). All of the essential characteristics in the prior Grade, plus the 

following: 
 
i. Design and facilitate exploratory studies. 
ii. Collaborate closely with quantitative research terms. 
iii. Understand a variety of qualitative methods and when to use them. 
iv. Articulate study goals and participant profiles. 
v. Stay up to date on emerging methods and concepts. 
vi. Document and present findings in a way that conveys clear takeaways and design direction. 
 

c. Senior Design Researcher (Grade 3). All of the essential characteristics in the prior Grade, plus 
the following: 

 
i. Design and facilitate studies using a variety of appropriate research methods. 
ii. Evaluate existing research workflows and best practices. 
iii. Run research operations for specific studies. 
iv. Advise on studies being planned by colleagues and support those who wish to do research 

across the organization. 
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d. Staff Design Researcher (Grade 4). All of the essential characteristics in the prior Grade, plus 
the following: 
 
i. Recommend and implement new research workflows, methods, and best practices. 
ii. Identify and raise issues regarding team and project resourcing. 
iii. Accurately scope the work of other researchers. 
iv. Achieve cross-organizational alignment on design direction through coalition building and 

other methods. 
v. Foster the coordination of research efforts across teams by collaborating with cross-

functional colleagues and scoping research that addresses divisional needs. 
vi. Document and frame findings into actionable insights that successfully inform user 

experience and strategically influence cross-team objectives. 
vii. Communicate the value of design research and evangelize our work within NPR, 

throughout the Network, and the wider design community. 
 

e. Principal Design Researcher (Grade 5). All of the essential characteristics in the prior Grade, 
plus the following: 

 
i. Foster the coordination of research efforts across the organization, by building partnerships 

with cross-divisional colleagues and scoping research that addresses organizational needs. 
ii. Orchestrate and lead research studies integrated with divisional needs and roadmaps, using 

a robust toolbox of methods. 
iii. Document and frame findings into actionable insights that successfully inform user 

experience and strategically influence divisional objectives. 
iv. Mentor and coach colleagues who do research across the organization. 

 
3. Design Technologist Roles 

 
a. Baseline duties are as follows: 

 
i. Works as a hybrid designer/developer, uses code to rapidly prototype user experiences, 

build design infrastructure, and connect our tools to our platforms. 
ii. Deeply familiar with a wide variety of industry-standard design tools, understands how our 

tool stack works. 
iii. Stays up-to-date on industry trends and emergent tools and processes. Makes strategic 

recommendations based on this knowledge. 
iv. Builds and maintains cross-platform design systems and related tools. 
v. Identifies emergent workflows and processes within the Design team, documents them, 

and operationalizes them. 
vi. Distill complex ideas into clear, understandable design solutions and communicate them 

effectively to teammates, partners, and stakeholders. 
vii. Create elegant and useful designs that define NPR experiences and tell the NPR story. 
viii. Collaborate frequently with designers across disciplines. 
 

b. Associate Design Technologist (Grade 1). All of the essential characteristics in the prior grade, 
plus the following: 
 
i. Distills complex concepts into clear, understandable design artifacts and communicate 

them effectively to stakeholders. 
ii. Has a basic understanding of front-end development languages, uses them to build 

interactive prototypes and basic design systems. 
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iii. Acts as a liaison between designers and engineers, shares best practices and new ways to 
integrate workflows to support better alignment. 

iv. Actively participates in design critiques and user research studies. 
 

c. Design Technologist (Grade 2). All of the essential characteristics in the prior Grade, plus the 
following: 
 
i. Identify opportunities for workflow and process improvements, address those needs by 

building new design tools, helps to maintain the NPR Design tool stack. 
ii. Recommend and execute user research for new and existing products and make 

recommendations for change. 
iii. Has a deep understanding of front-end development languages, uses them to build high-

fidelity interactive prototypes, cross-platform design systems, and automated asset 
pipelines. 

iv. Effectively collaborate with adjacent disciplines to achieve product or campaign goals. 
v. Facilitate design thinking and co-creation sessions. 
vi. Strong ability to explain design decisions and elicit specific, useful feedback. 
vii. Mentors designers with less experience. 
 

d. Senior Design Technologist (Grade 3). All of the essential characteristics in the prior Grade, 
plus the following: 

 
i. Effectively collaborates with adjacent disciplines to define vision and strategy for digital 

products. 
ii. Takes a broad look at design process and technology across teams, defines direction based 

on research and expertise. 
iii. Has an expert understanding of front-end development languages, uses them to build high-

fidelity interactive prototypes, cross-platform design systems, automated asset pipelines, 
and experimental tooling. 

iv. Conceptualizes and directs end-to-end design experiences, qualitative research studies, 
design systems, design process, and documentation. Conceptualizes and implements 
design platform and tool adoption strategies. 

v. Identifies cross-system dependencies and potential conflicts. 
vi. Effectively work across multiple, related teams, systems, or projects. 
 

e. Staff Design Technologist (Grade 4). In the event NPR decides to fill this position, the essential 
characteristics will be bargained with the Union in accordance with Article 11(C)(2) (Employee 
Classifications and Job Duties). 
 

f. Principal Design Technologist (Grade 5). In the event NPR decides to fill this position, the 
essential characteristics will be bargained with the Union in accordance with Article 11(C)(2) 
(Employee Classifications and Job Duties). 

 
I. Product Management Career Track 

 
Grade Role 

1 Associate Product Manager 
2 Product Manager 
3 Senior Product Manager 
4 Lead Product Manager 
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1. Associate Product Manager (Grade 1) 
 

a. Manage one to two primary products of standard creative, strategic, or technical 
products/projects at any given time, with limited assistance from more senior project/product 
managers. Management may include: 
i. Create user stories and update project management and road mapping software with 

specific product/project updates. 
ii. Schedule and facilitate requirement product/project meetings, take notes, and identify 

actionable next steps working with stakeholders as needed. 
iii. Identify and organize delivery of assets to relevant platforms and stakeholders. 
iv. Identify risks and work to maintain project timelines and notify stakeholders. 

b. Create documentation and ensure product use cases and maintain all documentation as current 
in proper organization and storage of project files and documents. 

c. Provide on-the-ground information and deliverables to help department leadership identify 
resource constraints. 

d. Create and maintain awareness of relevant product/project analytics, research, user feedback, 
and audience and industry trends. 

 
2. Product Manager (Grade 2). All of the essential characteristics in the prior Grade, but with less 

direct supervision at a higher level of experience, plus the following: 
 

a. Regularly manage as many as 3-4 creative, strategic, or technical product/projects, with 
minimal assistance from other product/project managers. 

b. In concert with project team and department leadership, establishes and documents cross 
platform scope and requirements or any individual project or product feature request. 

c. Manage established relationships with outside vendors and partners, Member stations, 
stakeholders. 

d. Define scope and shape product/project timelines. 
e. Lead intake and discovery sessions with stakeholders, capture documentations and produce 

timelines for scope delivery. 
f. Shape key end product decisions in active collaboration with internal team members. 
g. Evangelize products/projects internally, with external partners and the public through 

announcements, presentations and other communication methods. 
h. Contribute to analytics, research and testing plans to optimize for product/project-relevant 

outcomes. 
i. Identify and communicate inter-team dependencies related to your products. 

 
3. Senior Product Manager (Grade 3). All of the essential characteristics in the prior Grade, but with 

less direct supervision at an expert level and with a higher level of experience, plus the following: 
 
a. Manage complex products/projects with greater impact on advancing the organization’s 

strategic goals, requiring a strong perspective on the interconnectedness of relevant 
departments and stakeholders. 

b. Identify and vet additional freelance or vendor support/tools as products/projects require and 
oversee their work. 

c. Continually evaluate the effectiveness of team processes, tools and working rhythms – 
proactively proposing new ideas and methods to improve performance. 

d. Manage documentation and implementation of new team-wide tools and processes. 
e. Lead regular meetings with product/project stakeholders to align expectations. 
f. Manage vendor contracts and execution of their services and support. 
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4. Lead Product Manager (Grade 4). All of the essential characteristics in the prior Grade but with 
less direct supervision at an expert level and with a higher level of experience, plus the following: 
a. Partner with relevant leadership to map out, staff and track all products/projects, balancing 

budgets and workloads. 
b. Deeper insight into overarching strategy – i.e. helping leadership determine whether a 

product/project should occur, contributing significantly to decisions of strategic direction, etc. 
c. Thought partnership with stakeholders – uses deep knowledge to shape key product/project 

decisions in collaboration with SMEs. 
d. Facilitate cross-team collaboration as needed for the delivery of your product goals and in 

support of the goals of others as needed. 
 
J. Software Engineering Career Track 

 
Grade Role 

  

1 Associate Software Engineer 
Associate A/V Systems Engineer 

2 Software Engineer 
A/V Systems Engineer 

3 Senior Software Engineer 
Senior A/V Systems Engineer 

4 Staff Software Engineer 

5 Principal Software Engineer 
Senior Software Architect 

 
The following grades in the Software Engineering Career Track are presented in ascending order of 
responsibility and compensation. Each classification has the duties listed, but may also be called upon 
to carry out the duties of lower classifications in addition to their track specialization. 
 
1. Software Engineers 

 
a. Associate Software Engineer (Grade 1) 

 
i. Receives direction from assigned work and approach from engineers in higher 

classifications, and their supervisor on at least a weekly basis. 
ii. Estimates their assigned work with guidance from engineers in higher classifications. 
 

b. Software Engineer (Grade 2)  
 
i. Maintains continuous integration pipelines and may be called upon to contribute 

improvements. 
ii. Takes responsibility for software development tasks which may include coordination 

across teams and systems. 
iii. Accurately estimates level of effort with only occasional assistance. 
iv. Communicates effectively with Product, Design, and other non-technical stakeholders 

about the statement of work. 
v. Assists and coaches software engineers in lower classifications. 
vi. Joins the after-hours support rotation after 3 months. May shadow other members of the 

team on an after-hours support rotation to onboard in first 3 months. 
vii. Participates in code deployments to QA, UAT, and production systems. 
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c. Senior Software Engineer (Grade 3)  
 
i. Takes responsibility for software development tasks that require significant exposure to 

cross system implementation. These tasks include coordination across teams and systems. 
ii. Creates, presents, and may collaborate on technical designs software architecture proposals 

as part of the software planning and implementation process. 
iii. Creates and maintains continuous integration pipelines and cloud configuration in 

collaboration with DevOps team and engineers of higher classification in their team. 
iv. Takes responsibility for the deployment of code and software their team owns. 
v. Excels at independently estimating level of effort with work statement, organization, and 

the ability to break down statements of work into actionable tickets. 
vi. Serves as a subject matter expert in one or more applications. 
vii. Assists and coaches software engineers in lower classifications. 
viii. Proactively maintains, monitors, and improves software infrastructure. 
 

d. Staff Software Engineer (Grade 4)  
 
i. Proactively reviews all technical designs written by members of the team, facilitates 

discussion among engineers and technical leadership across teams to ensure technical 
coherence. 

ii. Regularly assists software engineers in lower classifications with the performance of their 
duties. 

iii. Participates and contributes to Technology leadership planning and coordination, including 
among technical managers. 

iv. Works closely with their assigned Engineering Manager and stakeholders to plan, architect, 
and implement complex features. 

v. Identifies future roadmap, relevant technical developments, blockers, and long term 
strategy with their assigned Engineering manager and stakeholders. 

vi. Generally, a Staff Software Engineer is focused on work assigned to one team, and is 
assigned to work with and to be the non-supervisory assistant to a particular Engineering 
Manager. 

vii. Participates in planning and implementation of high availability infrastructure and long-
term recovery infrastructure. 

 
e. Principal Software Engineer (Grade 5)  

 
i. Primarily deals with projects that impact multiple software products and teams across NPR. 
ii. Principal Software Engineers work with the Directors in Technology, Product and Design 

when developing roadmaps, processes, and standards. 
iii. Ensures that all systems currently in production are monitored, maintained and have 

responsible product team ownership. 
iv. Develops high level technological visions for the future of the systems maintained by 

product teams across NPR. 
v. Produces high level documentation on cross system interactions and dependencies that can 

help current and future Engineers understand the systems they maintain in context. Uses 
that documentation to help new employees onboard. 

vi. Presents technical tradeoffs and explains technical constraints to leadership in the product 
and design disciplines as well as non-technical stakeholders across the organization. 

vii. Keeps up to date on technical designs in organization, provides feedback to authors and 
flags issues for product, design, and non-technical stakeholders across the organization. 
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viii. Leads planning, design and implementation of high availability, stability, and long-term 
disaster recovery. 

 
2. Systems Engineers 

 
a. Baseline for all A/V Systems Engineering role: 

 
i. Design, build, and maintain workflows to encode audio and video into multiple file formats 

for digital distribution using enterprise level encoding software; and deliver encoded audio 
and video content to NPR asset management tools, Archive, and publishing systems. 

ii. Install, configure, maintain, monitor, and manage audio and video production equipment 
and systems. 

iii. Recommend and implement changes to the overall system and network environments 
through following an institutionalized change management process. 

iv. Document processes, procedures, instructions, and training materials for users. 
v. Support for audio and visuals teams utilizing ‘craft’ editing systems like Protools and 

Adobe Premiere. 
vi. Assists in the administration and support of enterprise audio, video production, and/or 

collaboration tools (such as DAVID Systems or LucidLink). 
vii. Support for enterprise video production systems. 
viii. Participates in technical, planning, and operational team activities (e.g. scrum, quarterly 

planning, product demos, retrospectives, infrastructure reviews, etc.). 
ix. Stays abreast of industry best practices and evolution of their domain, in their track 

specialization. 
 

b. Associate A/V Systems Engineer (Grade 1) 
 

i. Receives direction for assigned work and approach from engineers in higher 
classifications, and their supervisor on at least a weekly basis. 

ii. Estimates their assigned work with guidance from engineers in higher classifications. 
 

c. A/V Systems Engineer (Grade 2) 
 
i. May be called upon to contribute to system improvements. 
ii. Takes responsibility for small and medium sized project tasks, with occasional exposure to 

large tasks. These tasks may include coordination across teams and systems. 
iii. Accurately estimates level of implementation -effort with only occasional assistance. 
iv. Able to communicate effectively with stakeholders and technology partners across 

technology and content groups. 
v. Assists and coaches system engineers in lower classifications. 
vi. Participates in system deployments, change management process, implementation review, 

user support. 
 

d. Senior A/V Systems Engineer (Grade 3) 
 
i. Takes responsibility for large sized projects and tasks, with exposure to cross system 

implementation. These tasks include coordination across teams and systems. 
ii. Creates, presents, and may collaborate on technical workflows and audio/video systems 

designs, builds, and maintenance. 
iii. Takes responsibility for the deployment of code and software their team owns. 
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iv. Excels at independently estimating level of effort with work statement, organization, and 
the ability to break down statements of work into actionable tickets. 

v. Should be a subject matter expert in one or more systems. 
vi. Assists and coaches A/V systems engineers in lower classifications. 
vii. Proactively maintains, monitors, and improves audio/video systems infrastructure. 

 
J. Test Engineering Career Track 

 
Grade Role 

  
1 Test Engineer 
2 Senior Test Engineer 
3 Staff Test Engineer 

 
The following grades in the test engineering job track are presented in ascending order of responsibility 
and compensation. All grades of test engineering work on a cross-discipline team to ensure the quality 
of products, services, or tools to support the NPR technical teams. Associate Test Engineer, Test 
Engineer, Senior Test Engineer, and Staff Test Engineer roles are eligible for promotion when they are 
able to perform the responsibilities of the grade above them confidently with little to no supervision. 
Included within the Test Engineering career track are Software Quality Assurance Engineers and 
Analysts. 
 
1. Test Engineer (Grade 1). A Test Engineer is able to design and produce robust and repeatable end-

to-end automated tests using standard frameworks, including but not limited to, unit and functional 
tests, end-to-end tests, and load testing. They incorporate the execution of these tests within our 
release workflow, and work with other stakeholders and team members to escalate issues and 
convey release readiness. They can document test coverage and may suggest paths to improving 
test coverage and/or the testing framework in the future, and they are receptive to feedback. Test 
Engineer shall have the following core responsibilities: 
 
a. Creating new documentation and maintaining current documentation for the purposes of 

keeping information up to date. 
b. Testing team-assigned stories and contributing bug reports with high-level detail and 

reproducible steps. 
c. Designing test plans and cases that adhere to department standards and best practices. 
d. Planning and conducting team testing sessions as needed. 
e. Participating in code deployments and verifications on QA, UAT, and production systems. 
f. As their schedule allows, providing on-the-fly assistance to teams that are in need of QA help. 
g. Automating applicable test cases where necessary that pass at a highly consistent rate and 

integrating those tests into the deployment pipeline(s) by having a good understanding of at 
least one coding language used in NPR’s testing stack, Git (or similar Version Control System), 
terminal commands, and an IDE. 

h. Apprenticing in the responsibilities held by the Senior Test Engineer role under the supervision 
of more senior team members. 

 
2. Senior Test Engineer (Grade 2). A Senior Test Engineer is responsible for taking a holistic and 

broad view of test automation design and strategy for their team. They are comfortable 
implementing effective test coverage in multiple frameworks and can work within the scope of 
possibilities and limitations of them in their approach to test coverage. They proactively 
recommend and implement improvements to the testing frameworks to improve stability and 

DocuSign Envelope ID: D0407E52-CD90-46BD-969F-B8ACC0286E9F



 

2023 NPR/DMU Collective Bargaining Agreement 
Appendix B | Page B26 of B26 

reliability. They assume a leadership and mentor role in - and may be called upon to carry out - the 
duties of Test Engineer in addition to the following core responsibilities:  

 
a. Solidly understanding one or more product lines and how they integrate into the larger scope 

of infrastructure and services. 
b. Reviewing, interpreting, and incorporating technical and software designs to inform automated 

testing needs as part of a larger testing plan. 
c. Managing end-to-end tests using best coding practices and department standards. 
d. Providing peer feedback on teammates’ test cases/plans and incorporating team feedback into 

their own work. 
e. Working with product owners and management to advocate for and define the automated 

testing roadmap, while guiding automated testing coverage initiatives to completion. 
f. Contributing to the review and resolution of production problems, particularly as they pertain 

to automated testing coverage gaps. 
g. Apprenticing in the responsibilities held by the Staff Test Engineer role under the supervision 

of more senior team members. 
 

3. Staff Test Engineer (Grade 3). A Staff Test Engineer sets the standard for automated testing within 
NPR, leading by example in their approach to automated testing. They work closely with 
management and other stakeholders to drive technical direction for testing across multiple product 
lines and to map a path to suitable automated test coverage. They typically lead the most technically 
challenging testing projects, those generally impacting multiple teams and/or product lines at a 
time. They partner with stakeholders and their team(s) to ensure accountability and successful 
outcomes. They are innovative in their approach to scaling and stabilizing automated testing 
strategy in an environment of limited resources. Due to their extensive knowledge of our systems 
and technology in general, they are often called upon for their thought leadership within NPR and 
occasionally beyond. They assume a leadership and mentor role in - and may be called upon to 
carry out - the duties of Senior Test Engineer in addition to exemplifying the following core 
responsibilities: 
 
a. Identifying and ensuring resolution of critical issues. 
b. Leading initiatives for system and/or process improvements. 
c. Evaluating and recommending new technology solutions. 
d. Providing technical oversight and direction to multiple projects and product lines. 
e. Proactively identifying and working to resolve team challenges and issues. 
f. Advocating for and seeking to innovate team practices so that they are efficient and align with 

industry best practices. 
 
K. Other Career Tracks 
 

1. Consumer Products / Brand and Revenue Career Track. In the event NPR decides to refill this team, 
the essential characteristics will be bargained with the Union in accordance with Article 11(C)(2) 
(Employee Classifications and Job Duties). 
 

2. Data Engineering Career Track. In the event that NPR fills this position, the essential characteristics 
will be bargained with the Union in accordance with Article 11(C)(2) (Employee Classifications 
and Job Duties). 
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APPENDIX C – AFFINITY GROUPS 
 
For the purposes of recruitment towards 30% hiring threshold: 
 

● #blkcreatives 
● 3AF, Asian American Advertising Federation 
● ADCOLOR 
● African-American Marketing Association 
● AfroTech 
● American Indian Science and Engineering Society 
● AnitaB.org (+ Grace Hopper Celebration) 
● Association of Latino Professionals For America 
● Black Is Tech Conference 
● Black Tech Jobs 
● Black Tech Talent Agency 
● Blacks in Technology 
● Code 2040 
● ColorComm 
● DC Fem Tech 
● dev color 
● HBCU Career Center 
● Hispanic Alliance for Career Enhancement 
● Hispanic Public Relations Association 
● Journalists of Color 
● Latinas in Tech 
● Latinas In Tech Summit 
● Lesbians Who Tech 
● National Action Council for Minorities in Engineering 
● National Association of Black Journalists 
● National Association of Hispanic Journalists 
● National Black Public Relations Society 
● Professional Diversity Network 
● Society of Hispanic Professional Engineers 
● Society of Women Engineers 
● Tech Latino 
● Techqueria 
● Women in Machine Learning 
● Women in Machine Learning and Data Science 
● Women in Technology 
● Women Who Code 
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