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Human Rights Commission Meeting Agenda 
Thursday, August 27, 2026 

6:00 pm 
City Space  

100 5th Street NE  
Charlottesville, VA 22902 

 
 

 

Special Meeting: Case 2025-2 Public Administrative Appeal Hearing 

 

I. WELCOME 

• Call to order/Roll call 

• Mission (recited by all): Act as a strong advocate for justice and equal opportunity by 

providing citywide leadership and guidance in the area of civil rights. 

II. CASE 2025-2 PUBLIC ADMINISTRATIVE APPEAL HEARING 

• Hearing panel discussion 

• Hearing panel decision* 

III. NEXT STEPS & ADJOURN 

 

* ACTION NEEDED 

 

Please take Notice that this in-person meeting of the Human Rights Commission is for the purposes of 
planning, developing, and drafting management and administration documents for the Human Rights 
Commission. This in-person meeting will be a limited public forum to conduct an administrative appeal 
hearing for Case 2025-2. 
 
Individuals with disabilities who require assistance or special arrangements to participate in the public 
meeting may call the ADA Coordinator at (434) 987-1267 or submit a request via email to 
ada@charlottesville.gov.  The City of Charlottesville requests that you provide a 48-hour notice so that 
proper arrangements may be made. 

 

 

mailto:ada@charlottesville.gov
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RULES AND PROCEDURES OF THE HUMAN RIGHTS COMMISSION 

CITY OF CHARLOTTESVILLE, VIRGINIA 

The Human Rights Commission, established pursuant to Article XV, Sections 2-430 to 2-443 of the 

Charlottesville City Code (the Charlottesville Human Rights Ordinance), hereby adopts the following 

rules and procedures for the execution of its duties and responsibilities thereunder: 

 

1. Composition of the Human Rights Commission 
a. The Commission membership shall consist of no less than nine members appointed by City 

Council, and shall be broadly representative of the City's population, with consideration of 

racial, gender (including gender identity, transgender status, and sexual orientation), 

religious, ethnic, disabled, socio-economic, geographic neighborhood and age groups 

within the City. 

b. Of the members first appointed, at least three shall be appointed for terms of three years, at 

least three shall be appointed for terms of two years, and at least three shall be appointed 

for terms of one year. Thereafter members shall be appointed for terms of three years 

each. 

c. Despite the expiration of a member’s term, the member shall continue to serve until a 

successor is appointed by City Council. Any vacancy during a term shall be filled by the City 

Council for the unexpired portion of that term. Following notice to the member, any 

member of the Commission may be removed for good cause by a majority vote of City 

Council. 

d. Members of the Commission shall serve without compensation, but funds may be 

appropriated in the City’s annual budget for reasonable and necessary expenses to be 

incurred by Commission in the conduct of its prescribed functions. 

 
2. Officers and Duties 

a. Officers. The officers of the Human Rights Commission shall be a Chair, a Vice Chair and a 
Secretary, who shall have the duties set forth below. 

b. Duties of Officers. 
i. Chair. The Chair shall be elected from the Commission's membership. It shall be 

the duty of the Chair to execute all documents on behalf of the Commission, to 
act as liaison between the Commission and the Office of Human Rights and 
Director of the Human Rights Commission, to cause all resolutions, approvals and 
other actions of the Commission to be executed or carried out, to determine that 
all matters delegated to the Commission by state statute, city ordinance, or at 
the instance of the City Council are properly brought before the Commission. 

ii. Vice Chair. The Vice Chair shall be elected from the Commission's membership and 
shall exercise the powers and perform the duties of the Chair during the absence, 
disability or disqualification of the Chair. 

iii. Secretary. The Director of the Human Rights Commission or designated staff shall be 
the Secretary of the Commission. If the position of Director of the Human Rights 
Commission is vacant, then the Acting Director or other person designated by the 
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City Manager shall serve as Secretary until the position of Director is filled. The 
Secretary shall not be a member of the Commission and shall have no right to vote. It 
shall be the duty of the Secretary to keep minutes of the Commission's proceedings 
in accordance with the requirements of the Virginia Freedom of Information Act 
(“FOIA”) and any other applicable provisions of law; to give notices required by law 
or these bylaws; to prepare, in consultation with the Chair, the agenda for all 
meetings of the Commission; to be custodian of and maintain the Commission's 
public records and other records, as required in the performance of its duties and 
functions; to inform the Commission of correspondence relating to the business of 
the Commission and to respond to such correspondence unless responsibility is 
otherwise assigned by the Chair; to act as liaison with the City Manager, City 
departments and agencies, and to execute on behalf of the Commission any 
documents requiring the signature of the Secretary. In the event the Secretary is 
absent from any meeting, the Chair presiding at the meeting shall designate an 
individual to perform the duties of Secretary for that meeting. 

c. Terms, Vacancies, and Ad-Hoc Elections. The term of office for the Chair and Vice Chair shall 
be for one year. The Chair shall be eligible for reappointment to no more than one additional 
one-year term. Should any vacancy occur among the offices of the Chair or Vice Chair during 
the term of office, the Commission shall fill that vacancy as promptly as practicable. The 
following procedure shall be used to fill such vacancies. 

i. When a vacancy occurs in the office of Chair or Vice Chair during the term of office, 
the Secretary shall promptly notify all Commission members of the vacancy and 
place the matter of filling the vacancy on the agenda for the next regular meeting, 
or a special meeting may be called pursuant to Section 3.4. To conduct the election, 
a quorum as defined in Section 4.1 must be present at the meeting. 

ii. The Secretary shall preside over the meeting during the officer elections process. 
iii. At the meeting designated for the election, the presiding officer shall call for 

nominations from the floor, with only names that are moved and seconded being 
placed in nomination. Any Commission member may move or second their own 
name. After it appears no one else wishes to make a nomination, the presiding officer 
will ask if there are any further nominations, and if there are no responses, 
nominations shall be declared closed. 

iv. If both the Chair and Vice Chair positions are vacant, the election for the office of 
Chair will be held first, followed by the election for the office of Vice Chair. If only the 
Vice Chair position is vacant, Commissioners shall begin with the election for the 
office of Vice Chair. 

v. Commissioners will then vote on the first person nominated for the vacant office. A 
Commission member who is nominated may vote for themselves. 

vi. If a majority of those present and voting affirmatively vote for the first candidate, 
that person is elected to the vacant office, and there is no further voting. If the first 
candidate does not receive a majority, the Commission will then vote on the second 
person nominated. If no nominee receives a majority, no further voting may occur 
during that meeting unless there is a motion, second, and affirmative vote to 
reopen nominations, in which case the process described in this paragraph will be 
repeated in consideration of any newly or renominated candidates. 

vii. Following the election, offices are effective immediately. Following an election for 
the office of Chair, the newly-elected Chair will preside over the remainder of the 
meeting. The individual(s) elected shall serve for the balance of the unexpired term 
of that office until the next annual election in January. Service of the balance of an 
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unexpired term shall not be considered a full term for purposes of eligibility for 
reappointment to an office, when applicable. 

d. Annual Officer Elections Procedures. The Chair shall appoint a nominating committee of no 
less than three members of the Commission, who shall meet in October of each year to make 
recommended nominations for the offices of Chair and Vice Chair. The recommended slate 
will be presented to the full Commission at the December meeting. At the Commission's 
January meeting of each year, the officer election rules below may be invoked by any 
member who wishes to make nominations in addition to the Nominating Committee's 
recommended slate. 

i. The Secretary will Chair the meeting during the officer elections process. 
ii. The Secretary will ask for nominations for the Office of Chair. Only names that are 

moved and seconded will be placed in nomination. Any Commission member may 
move or second their own name. After one or more persons are nominated and it 
appears that no one else wishes to make a nomination, the Secretary will ask if there 
are any further nominations. If there are no responses, the Secretary will declare that 
nominations for the Office of Chair are closed. 

iii. Commissioners will then vote on the first person nominated for the Office of 

Chair. A Commission member who is nominated may vote for themselves. 

iv. If a majority of those present and voting affirmatively vote for the first candidate, 

that person is elected Chair and there is no further voting. If the first candidate 

does not receive a majority, the Commission will then vote on the second person 

nominated. If no nominee receives a majority, there will need to be a motion, 

second, and vote on reopening nominations. 

v. After a Commissioner is elected as Chair, the same procedure will be followed for 

the election of Vice-Chair. Following the election of the Vice-Chair, the newly-

elected Chair will chair the remainder of the meeting. 

3. Meetings 
a. Election Meetings. The Commission shall hold an annual election meeting, which shall take 

place during the first regular meeting of the Commission in the month of January of each 

year. At this meeting, the members of the Commission shall elect officers. The Commission 

may also conduct such other business as shall be placed on the agenda in accordance with 

the provisions of these bylaws. 

b. Annual Planning Meetings. The Commission shall hold an annual planning meeting, 

which shall take place during the regular meeting of the Commission in the month of 

March of each year. At the annual planning meeting, the members of the Commission 

shall adopt the work plan for the ensuing year. The Commission may also conduct such 

other business as shall be placed on the agenda in accordance with the provisions of 

these bylaws. 

c. Regular Meetings. Regular meetings shall be held on the third Thursday of each month. The 

basic order of business will be as set forth in 4.3, following below. 

d. Special Meetings. Special meetings may be called by the Chair, the Vice Chair in the absence 

of the Chair, or by any two members, upon written request to the Secretary. 

e. Work Sessions. Work sessions are special meetings that may be held at the request of the 

Chair, or the Vice Chair in the absence of the Chair. Work sessions shall be held for the 

purpose of inquiry and discussion and no official action shall be taken at such meetings. 
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f. Public meetings; exceptions for Closed Sessions. Meetings of the Commission shall be 

open meetings, as that term is defined within FOIA, except that the Commission may hold 

closed meetings when authorized pursuant to Va. Code Section 2.2-3711, and upon 

compliance with the closed meeting procedures and certification requirements set forth 

within Va. Code Section 2.2-3712. 

g. Notice of Meetings. 
i. The Secretary shall give notice of all meetings (annual, regular, special, and work 

session) to all members of the Commission, three days prior to such meeting, or, 

for a special meeting or work session, such other notice as is reasonable under the 

circumstances. Such notice shall state the time and place of such meetings. With 

respect to regular meetings and the annual meeting, such notice shall be 

accompanied by an agenda prepared in accordance with the provisions of these 

rules and procedures and accompanied by such documentation as may be 

reasonable to permit the members of the Commission to consider the business 

which they are called upon to act. With respect to work sessions and special 

meetings, the notice shall state the purpose of the meeting or the nature of the 

discussion or inquiry to be undertaken and shall be accompanied by such 

documentation as may be available and practicable to provide to enable the 

members of the Commission to thoughtfully consider the business to come before 

the meeting. 

ii. The Secretary shall place notice of the date, time, and location of each 

Commission meeting in a prominent public location at which notices of City 

Council meetings are regularly posted and shall also post such notice on the 

City’s website. This public notice shall be posted at least three (3) working days 

prior to the meeting; however, notice of a special, emergency, or continued 

meeting may be given upon fewer than 3 days’ notice, if reasonable under the 

circumstances and if such notice is given contemporaneously with the notice 

provided to Commission members. At least one copy of all agenda packets 

and, unless a specific FOIA exemption applies, all materials furnished to 

Commission members for a meeting, shall be made available for public 

inspection in the office of the Director at the same time such documents are 

furnished to the Commission. 

iii. For the purposes of this section, and as used throughout these rules and 

procedures, the term “notice” shall mean and include any format within the 

definition of a “public record” set forth in FOIA, at Virginia Code Sec. 2.2-3701. 

4. Conduct of Meetings. 
a. Quorum. A majority of currently serving Commissioners (“quorum”) must be in 

attendance at a meeting of the Commission in order for business to be legally transacted. 

Except as expressly provided in Virginia Code Section 2.2-3708(G) or 2.2-3708.1, the 

Commission shall not conduct a meeting where its business is discussed or transacted 

through any means of communication where the members are not physically assembled. 

b. Procedure. All meetings of the Commission shall be conducted in accordance with Martha’s 

Rules of Order as amended and adopted by the Commission on February 20, 2020. The 
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Chair of the Commission, or in their absence, the Vice Chair, or in the absence of both, the 

person having been designated by the Chair as parliamentarian, shall preside at meetings 

of the Commission. 

c. Proceedings. At any meeting of the Commission, the Commission may hear, review, discuss 

and act upon, and otherwise transact business related to, any matters within its role, and 

within the scope of its duties and responsibilities, as described within the Charlottesville 

Human Rights Ordinance. At any regular meeting and annual meeting of the Commission, 

the order of business to come before the meeting shall be as expressed on the agenda sent 

out with the notice of the meeting provided, however, the presiding officer, with the 

consensus or affirmative vote of a majority of the Commissioners, may change the order of 

business on the agenda for any reason, or may add a matter to the agenda. 

d. Voting. All business transacted by the Commission shall be authorized by a vote of the 

majority of members present and voting taken at a lawful meeting conducted in 

accordance with these rules and procedures. At all meetings of the Commission, each 

member present shall be entitled to cast one vote providing there is a physical quorum. A 

decision on whether to hold a public hearing on a complaint of an unlawful discriminatory 

practice shall not be valid unless authorized by a majority of the full Commission members. 

No vote of the Commission shall be taken by secret or written ballot. A member may vote 

by telephone or other electronic communication means as expressly authorized by FOIA 

Section 2.2-3708.1. 

e. Committees. The Commission may, in its discretion, delegate any of its duties or 

responsibilities to a panel of not less than three Commissioners. Any such panel shall 

constitute a committee of the Commission, which shall transact the delegated business 

of the Commission following the same rules, procedures, and meeting requirements 

applicable to the Commission, except it shall not be authorized to vote on any matter. 

Rather, any such committee shall bring its recommendations to the full membership of 

the Commission for a vote in accordance with these rules. No such committee may 

include individuals who are not members of the Commission; however, the Commission 

may appoint advisory committees or form task forces which may include individuals who 

are not members of the Commission. 

i. Ad hoc Committees. The Chair may recommend the formation of Ad hoc 

Committees for the purpose of addressing specific issues of concern to the 

Commission or to develop and implement projects approved by the Commission. 

The Chair of the Commission appoints members of each Ad hoc Committee and a 

Chair of each committee is selected from committee members. Commission staff is 

responsible for assisting Committee chairs with setting Committee meeting 

agendas and preparing Committee reports for presentation to the full Commission 

during its regular meetings. 

5. Conflicts of Interest. 
a. All members of the Human Rights Commission are subject to the Virginia State and Local 

Government Conflict of Interests Act (Va. Code 2.2-3100 et seq.) (“COIA”) and are 

required to read and familiarize themselves with the provisions of COIA. 
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i. In the event that any member shall have a “personal interest in a transaction” as 

defined by Va. Code Section 2.2-3101, in a matter before the Commission, the 

member shall be required to make a declaration of such interest before 

participating in the transaction, and the member may be required to disqualify 

himself from participating in the transaction. The member’s obligations in a given 

situation shall be determined in accordance with Va. Code Section 2.2-3112. It is 

the obligation of each member to ascertain whether he or she has a personal 

interest in a transaction, and to take action in accordance with Va. Code 2.2-3112 

immediately upon concluding that a personal interest does exist; however, the 

issue of personal interests of a commission member may also be raised by other 

members or by individuals who are not members. 

ii. Any member of the Commission may request an advisory opinion from the 

Commonwealth's Attorney or the City Attorney or his or her representative, as to 

iii. whether a personal interest exists and, if so, what are the Commissioner’s 

obligations under COIA. An opinion of the Commonwealth’s Attorney or the City 

Attorney shall have the effect specified in Va. Code Sec. 2.2-3121. 

iv. Every declaration and disqualification required pursuant to COIA shall be reflected in 

the public records of the Commission for a period of five (5) years, in the office of 

the Director. 

v. In the event of a disqualification, the disqualified member shall be prohibited from 

(i) attending any portion of a closed meeting when the matter in which he or she 

has a personal interest is discussed, and (ii) discussing the matter in which he or she 

has a personal interest with other members of the Commission, with the Director, 

or with other officers or employees of the City government, at any time. 

vi. At all times, Commission members shall conduct themselves and the Commission’s 

business in accordance with all applicable requirements of COIA, including those 

provisions not specifically referenced within these rules and procedures. 

6. Community Participation 
a. Public notice. Public notice of all meetings of the Commission will be provided as set forth in 

3.6, above. In addition, the Commission may direct the Secretary to give additional or 

special notice, or advertise or announce specific matters before the Commission, as the 

Commission may deem appropriate. 

b. Public Participation. At the beginning and at the end of each of its open meetings the 

Commission will receive public comment in accordance with City Council’s “Rules for 

Public Participation," which Rules are hereby adopted and incorporated by reference 

within these rules and procedures, as rules of the Commission. 

7. Reports. 
a. Quarterly Reports. The Commission shall make quarterly reports to the City Council 

concerning the operation of the Commission and the Office of Human Rights and the 

status of the performance of the duties, responsibilities, and roles set forth within the 

Charlottesville Human Rights Ordinance. Quarterly reports shall be submitted each 

year in the months of January, April, July, and October. 

b. Annual Reports. The Commission shall present a calendar year annual report to the 
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City Council concerning the operation of the Commission and the Office of Human 

Rights and the status of the performance of the duties, responsibilities, and roles set 

forth within the Charlottesville Human Rights Ordinance. Annual reports shall be 

submitted each year on a date specified by the City Council. 

 
8. Public Hearings. 

a. Findings of Reasonable Cause. The following procedure is for public administrative 

hearings held by the Human Rights Commission for the purpose of reviewing a finding 

of reasonable cause, made by the Director of the Human Rights Commission, on a 

complaint investigated by the Office of Human Rights. This procedure is intended to 

supplement Section 2-439.1 of the Charlottesville Human Rights Ordinance (Code of 

the City of Charlottesville, Chapter 2, Article XV) and should be updated, as needed, 

to remain in accordance with the Ordinance. 

i. When the Director of the Human Rights Commission makes a determination of 

reasonable cause on a complaint investigated by the Office of Human Rights, and 

alternative dispute resolution is unsuccessful, the Director shall send notice to both the 

complainant and respondent that the complaint has been referred to the Human Rights 

Commission for a public administrative hearing. This notice should be on City 

letterhead, signed by the Director, and sent by both postal mail and email, if possible.  

1. For employment, public accommodation, credit, or private education 

complaints, the Director shall notify both parties that the Review & 

Determination for the complaint will be shared with the Commission for a vote 

on whether to hold a public administrative hearing. 

2. For housing complaints, the Director shall notify both parties that the Review & 

Determination for the complaint will be shared with the Commission and that 

the complaint will proceed to a public administrative hearing if neither party 

elects to pursue the complaint through a civil action in court. 

ii. If legal guidance is needed to proceed, the Director shall also notify the City Attorney’s 

Office of the public administrative hearing using the legal intake system.  

iii. After sending notice to the complainant and respondent that the case has been referred 

to the Human Rights Commission for a public administrative hearing, the Director shall 

share the Review & Determination for the complaint with the Commission. 

iv. Following receipt of the Review & Determination, the Commission shall take the 

following actions: 

1. For employment, public accommodation, credit, or private education 

complaints, the Commission shall decide by majority vote during a public 

meeting whether to hold a public administrative hearing. Commissioners shall 

base their decision on how enforcement of the Human Rights Ordinance would 

be best served. 

a. If a majority of Commissioners vote not to hold a public hearing, the 

Commission shall either dismiss the complaint or take such action as it 

deems appropriate and consistent with the Human Rights Ordinance. 
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b. If a majority of Commissioners vote to hold a public hearing, the 

Commission shall proceed to step v. 

2. For housing complaints, the Commission shall not vote on whether to hold a 

public hearing but shall proceed directly to step v, if neither the complainant 

nor respondent has elected to pursue the complaint through a civil action in 

court. 

v. The Commission shall decide, by majority vote, during a public meeting whether the 

hearing panel will include the full Commission or a smaller group of at least three 

Commissioners.  

1. If the Commission chooses to delegate the hearing to a group of three or more 

Commissioners, the group should have an odd number of members to facilitate 

decision-making.  

2. The motion to delegate the hearing to a group of three or more Commissioners 

should name the Commissioners who have been selected as members of the 

group. 

3. If the Chair is not a member of the hearing panel, they may designate another 

member of the panel to preside over the hearing. 

vi. In preparation for sharing case records with the Human Rights Commission, the Director 

and Investigator shall review the Investigative Report, as well as any supporting 

documents, and redact any personal identifying information. 

vii. After the Commission determines the composition of the hearing panel, the Director 

shall share the names of the members of the panel with both parties to the complaint. 

The Director shall confirm with each party whether a conflict of interest exists with any 

members of the panel. 

1. If there is no conflict identified by either party, the Director shall confirm the 

composition of the hearing panel with both parties. 

2. If there is a conflict identified by either party, the Director shall notify the 

Commission Chair. During a public meeting, a different Commissioner shall be 

selected to replace the panel member with whom there is a conflict of interest, 

using the selection process described above. The Director shall share the 

updated membership of the hearing panel with both parties to the complaint. 

This process shall repeat until it can be confirmed that no member of the panel 

has a conflict of interest with either party to the complaint. 

viii. Once it is confirmed that there is no conflict of interest between the parties to the 

complaint and the members of the hearing panel, the Director shall send a 

confidentiality agreement to all members of the hearing panel. The Director must 

receive a completed confidentiality agreement from all hearing panel members before 

sharing any case records with the panel. 

ix. After all members of the hearing panel have signed the confidentiality agreement, and 

the case records have been compiled and redacted, the Director shall present the case 

records to the members of the hearing panel. 
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x. Electronic communication between Commissioners and staff about the case under 

review should be confined to City email addresses. 

xi. The Director shall provide the hearing panel with guidance regarding the contents and 

review of case records. The hearing panel may ask the Director and Investigator 

questions about the records and investigation.  

xii. The hearing panel may seek legal guidance from the City Attorney’s Office as part of 

their review of the records. 

xiii. The hearing panel may also submit a request to the Director for additional information 

or evidence panel members believe may be necessary for reviewing the determination.  

1. If the hearing panel requests additional information, the Director shall authorize 

the Investigator to gather any available information.  

2. Any additional information gathered by the Investigator shall be redacted to 

remove any personally identifying information before presentation to the 

hearing panel.  

3. The Commission may invoke its authority to petition for a subpoena to obtain 

evidence, as directed by the Human Rights Ordinance. 

4. The Commissioners shall not accept any unsolicited information or evidence 

from either party or any individual otherwise associated with the complaint. 

a. If any Commissioner receives unsolicited information or evidence, the 

Commissioner receiving such information or evidence shall immediately 

forward it to the Director. 

b. If the Office of Human Rights receives such information or evidence, it 

shall notify the sending party that unsolicited information or evidence 

shall not be accepted or reviewed by the Commission as part of the 

public administrative hearing process. 

xiv. Following their review of the case records, the hearing panel shall identify a date, time, 

and location for the hearing, allowing time for both parties to receive notice no later 

than 14 calendar days before the date of the hearing. 

1. The Director shall notify both partes of the date, time, and location of the 

hearing at least 14 calendar days before the date of the hearing. This notice 

should be on City letterhead, signed by the Director, and sent by both postal 

mail and email, if possible.  

2. The hearing shall be publicly noticed as a Special Meeting of the Commission, in 

accordance with state law. 

xv. During the hearing, the Chair, or the Chair’s designee on the hearing panel, shall preside 

over the hearing. The presiding Commissioner shall lead the panel through a discussion 

of the case and any additional evidence that was gathered at the panel’s request. 

1. The Director and Investigator shall also be present during the hearing to answer 

any questions about the record. 

2. The Policy & Impact Analyst may also be present to assist with meeting logistics 

and recordkeeping. 
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3. A representative from the City Attorney’s Office may also be present to advise 

Commissioners and staff on any legal matters related to the hearing. 

4. The hearing shall be recorded for the purpose of preparing a written record, and 

such record shall be made available to the public following the hearing. 

xvi. Following the discussion, the presiding Commissioner shall call for a motion from the 

panel on whether to pursue one of the following actions: 

1. The panel may vote whether to uphold the Director’s finding of reasonable 

cause. 

a. If a majority of the members of the hearing panel vote to uphold the 

Director’s finding, the Commission shall prepare a written resolution 

upholding the Director’s finding and any remedial actions the 

Commission recommends, per its authority under the Human Rights 

Ordinance. 

i. The Director shall notify both parties of the Commission’s 

finding. 

ii. Such notice shall include a copy of the Commission’s resolution 

and a summary of any further action to be taken. 

2. The panel may vote whether to overturn the Director’s finding of reasonable 

cause. 

a. If a majority of the members of the hearing panel vote to overturn the 

Director’s finding of reasonable cause, the Commission shall prepare a 

written resolution affirming the dismissal of the complaint and 

summarizing the evidence upon which the reversal of the Director’s 

finding is based. 

i. The Director shall notify both parties of the Commission’s 

finding. 

ii. Such notice shall include a copy of the Commission’s resolution 

and communicate clearly that the Commission’s decision is final. 

b. Findings of No Reasonable Cause. The following procedure is for public administrative appeal 
hearings held by the Human Rights Commission for the purpose of reviewing a finding of no 
reasonable cause, made by the Director of the Human Rights Commission, on a complaint 
investigated by the Office of Human Rights. This procedure is intended to supplement Section 2-
439.1 of the Charlottesville Human Rights Ordinance (Code of the City of Charlottesville, Chapter 
2, Article XV) and should be updated, as needed, to remain in accordance with the Ordinance. 

i. The complainant in a case investigated by the Office of Human Rights may make a 

written request for a public administrative appeal hearing by the Human Rights 

Commission when the Director of the Human Rights Commission makes a determination 

of no reasonable cause on the complaint. The written request for appeal from the 

complainant must be received by the Commission or Office of Human Rights within 10 

calendar days following the complainant’s receipt of the notice of dismissal. 

ii. If the Commission receives a request for appeal directly from the complainant, the 

Commission Chair shall forward the request to the Director on the same day it was 

received.  
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iii. When the Office of Human Rights receives a written request for appeal from the 

complainant or a forwarded request from the Commission Chair, staff shall provide a 

brief response, using the complainant’s preferred method of written contact, 

acknowledging receipt of the request.  

1. If the complainant made the request within 10 days of receiving the notice of 

dismissal, then the response to the complainant shall confirm that the request 

was timely, the Commission shall be notified of the request, and the Office of 

Human Rights shall follow up with both parties regarding next steps. 

2. If the complainant made the request more than 10 days after receiving the 

notice of dismissal, then the response shall inform the complainant that the 

submitted request was not timely and that the dismissal is final. 

iv. The Director shall notify the Chair of the Human Rights Commission of a timely request 

for appeal on the same day it was received, if the complainant submitted the request 

directly to the Office of Human Rights.  

v. If legal guidance is needed to proceed, the Director shall also notify the City Attorney’s 

Office of the request for appeal using the legal intake system.  

vi. After notifying the Chair of the Human Rights Commission, the Director shall send notice 

of the timely request for appeal to both parties. This notice should be on City 

letterhead, signed by the Director, and sent by both postal mail and email, if possible.  

vii. The Commission shall decide, by majority vote, during a public meeting whether the 

hearing panel will include the full Commission or a smaller group of at least three 

Commissioners.  

1. If the Commission chooses to delegate the hearing to a group of three or more 

Commissioners, the group should have an odd number of members to facilitate 

decision-making.  

2. The motion to delegate the hearing to a group of three or more Commissioners 

should name the Commissioners who have been selected as members of the 

group. 

3. If the Chair is not a member of the hearing panel, they may designate another 

member of the panel to preside over the hearing. 

viii. In preparation for sharing case records with the Human Rights Commission, the Director 

and Investigator shall review the Investigative Report, as well as any supporting 

documents, and redact any personal identifying information. 

ix. After the Commission determines the composition of the hearing panel, the Director 

shall share the names of the members of the panel with both parties to the complaint. 

The Director shall confirm with each party whether a conflict of interest exists with any 

members of the panel. 

1. If there is no conflict identified by either party, the Director shall confirm the 

composition of the hearing panel with both parties. 

2. If there is a conflict identified by either party, the Director shall notify the 

Commission Chair. During a public meeting, a different Commissioner shall be 

selected to replace the panel member with whom there is a conflict of interest, 
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using the selection process described above. The Director shall share the 

updated membership of the hearing panel with both parties to the complaint. 

This process shall repeat until it can be confirmed that no member of the panel 

has a conflict of interest with either party to the complaint. 

x. Once it is confirmed that there is no conflict of interest between the parties to the 

complaint and the members of the hearing panel, the Director shall send a 

confidentiality agreement to all members of the hearing panel. The Director must 

receive a completed confidentiality agreement from all hearing panel members before 

sharing any case records with the panel. 

xi. After all members of the hearing panel have signed the confidentiality agreement, and 

any records to be shared have been compiled and redacted, the Director shall present 

the Review & Determination along with the redacted Investigative Report to the hearing 

panel. 

xii. Electronic communication between Commissioners and staff about the case under 

review should be confined to City email addresses. 

xiii. The Director shall provide the hearing panel with guidance regarding the contents and 

review of case records. The hearing panel may ask the Director and Investigator 

questions about the records and investigation.  

xiv. The hearing panel may seek legal guidance from the City Attorney’s Office as part of their 

review of the records. 

xv. The hearing panel may also submit a request to the Director for additional information or 

evidence panel members believe may be necessary for reviewing the determination.  

1. If the hearing panel requests additional information, the Director shall authorize 

the Investigator to gather any available information.  

a. Any additional information gathered by the Investigator shall be 

redacted to remove any personally identifying information before 

presentation to the hearing panel.  

b. The Director shall present the redacted information to the hearing 

panel. 

2. The Commission may invoke its authority to petition for a subpoena to obtain 

evidence, as directed by the Human Rights Ordinance. 

3. The Commissioners shall not accept any unsolicited information or evidence 

from either party or any individual otherwise associated with the complaint. 

a. If any Commissioner receives unsolicited information or evidence, the 

Commissioner receiving such information or evidence shall immediately 

forward it to the Director. 

b. If the Office of Human Rights receives such information or evidence, it 

shall notify the sending party that unsolicited information or evidence 

shall not be accepted or reviewed by the Commission as part of the 

public administrative hearing process. 
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xvi. Following their review of the case records, the hearing panel shall identify a date, time, 

and location for the hearing, allowing time for both parties to receive notice no later 

than 14 calendar days before the date of the hearing. 

1. The Director shall notify both partes of the date, time, and location of the 

hearing at least 14 calendar days before the date of the hearing. This notice 

should be on City letterhead, signed by the Director, and sent by both postal 

mail and email, if possible.  

2. The hearing shall be publicly noticed as a Special Meeting of the Commission, in 

accordance with state law. 

xvii. During the hearing, the Chair, or the Chair’s designee on the hearing panel, shall preside 

over the hearing. The presiding Commissioner shall lead the panel through a discussion 

of the case and any additional evidence that was gathered at their request. 

1. The Director and Investigator shall also be present during the hearing to answer 

any questions about the record. 

2. The Policy & Impact Analyst may also be present to assist with meeting logistics 

and recordkeeping. 

3. A representative from the City Attorney’s Office may also be present to advise 

Commissioners and staff on any legal matters related to the hearing. 

4. The hearing shall be recorded for the purpose of preparing a written record, and 

such record shall be made available to the public following the hearing. 

xviii. Following the discussion, the presiding Commissioner shall make a motion to hold a vote 

whether to uphold the Director’s finding of no reasonable cause. 

1. If a majority of the members of the hearing panel vote to uphold the Director’s 

finding, the Commission shall prepare a written resolution upholding the 

Director’s dismissal of the complaint. 

a. The Director shall notify both parties of the Commission’s finding. 

b. Such notice shall include a copy of the Commission’s resolution and 

communicate clearly that the Commission’s decision is final. 

2. If a majority of the members of the hearing panel vote to overturn the 

Director’s finding, the Commission shall prepare a written resolution 

summarizing the evidence upon which the reversal of the Director’s finding is 

based, accompanied by recommendations for further action. 

a. The Director shall notify both parties of the Commission’s finding. 

b. Such notice shall include a copy of the Commission’s resolution and a 

summary of any further action to be taken. 

 
 

9. Amendments. 
These bylaws, rules and procedures may be amended by vote of a majority of the Commission at any meeting 
provided, however, notice of such proposed amendment shall be given to each member of the Commission in 
writing at least five days prior to such meeting. 
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AMENDMENTS 

Human Rights Commission Policy on Individual Participation in Meetings by Electronic Means 

Administrative Policy No. 1: Approved May 21, 2015 and amended May 18, 2023. 

 
I. Policy Statement: It is the policy of the Charlottesville Human Rights Commission (HRC) that 

individual members of the HRC may participate in meetings of the Commission by electronic 

means as permitted by City Policy No. 100-02, as enabled by City Council Resolution #R22-

110 (September 6, 2022), City Code Sec. 2-149 & 2-154, and Va. Code Sec. 2.2-3708.3, 15.2- 

1107, and 15.2-1541. 

 
II. Eligibility: This policy shall apply to the entire membership of the HRC and without regard to 

the identity of the member requesting remote participation or the matter considered or voted 

on at the meeting. 
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Martha’s Rules of Order 

As adopted by the HRC on February 20, 2020 

1. The proposal is presented. Clarifying questions are taken. 

a. Proposal should always be in writing. 

2. Friendly amendments are offered. Discussion is allowed only on the amendments. 

a. Amendments should be prepared in advance when possible. 

3. Speakers in favor of the proposal present their views. 

a. This is not a time for debate. 

b. Time limits should be set and enforced. 

4. Speakers in opposition to the proposal present their views. 

a. This is not a time for debate. 

b. Time limits should be set and enforced. 

5. General discussion and/or debate OR small group discussion time on the proposal is allowed. 

a. Time limit on discussion is set by the group. 

b. Facilitator helps group identify key issues. 

c. Motion to table or refer is in order and requires ¾ vote. 

6. First vote is taken. 

a. People vote 

i. In favor of the proposal, or 

ii. Can live with the proposal, or 

iii. Opposed to the proposal. 

b. If a majority of those present votes “in favor” or “can live with,” proceed to Step 8. 

c. If less than a majority of those present votes “in favor” or “can live with,” proposal dies. 

7. Those voting in opposition are allowed to state their objections and concerns. 

a. No discussion is allowed, only clarifying questions. 

8. The second vote is taken as in Step 6. 

a. It takes a majority of those present to override objections and pass the proposal. 



Attachment III 



 

Article XV. Human Rights 

 

Sec. 2-430.1.  Short title. 

Sec. 2-430.2.  Definitions. 

Sec. 2-431.  Unlawful discrimination prohibited generally. 

Sec. 2-431.1.  Unlawful employment discrimination prohibited. 

Sec. 2-431.2.  Unlawful housing discrimination prohibited. 

Sec. 2-431.3.  Unlawful public accommodation, credit, and private education  

discrimination prohibited. 

Sec. 2-432.  Human Rights Commission. 

Sec. 2-433.  Role of the Human Rights Commission. 

Sec. 2-434.  Office of Human Rights. 

Sec. 2-435.  Role of the Office of Human Rights. 

Sec. 2-436.  Reserved. 

Sec. 2-437.1.  Investigation of individual employment discrimination complaints and  

issuance of findings. 

Sec. 2-437.2.  Investigation of individual housing discrimination complaints and 

issuance  

of findings. 

Sec. 2-437.3.  Investigation of individual public accommodation, credit, or private  

education discrimination complaints and issuance of findings. 

Sec. 2-438.  Interference, coercion, intimidation, or retaliation prohibited. 

Sec. 2-439.1.  Enforcement authority – The role of the Commission regarding individual  

complaints of discrimination. 

Sec. 2-439.2. Enforcement authority – The role of the Commission regarding Court 

enforcement of individual complaints of employment, public 

accommodation, credit, or private education discrimination. 

Sec. 2-440.  Confidentiality. 

Sec. 2-441.  Annual Report. 

Sec. 2-442.  Severability. 

Sec. 2-443.  No waiver of other legal rights. 

 

  



Sec. 2-430.1. Short title. 

This Article shall be known and referred to as the Charlottesville Human Rights Ordinance. 

 

Sec. 2-430.2. Definitions. 

(a) Terms used in this ordinance to describe prohibited discrimination in employment shall 

have the meanings as ascribed to them under Virginia Human Rights Act. Va. Code §§ 2.2-

3900- 3909., Va. Code § 15.2-965 as it relates to “Gender identity” “Military status” 

“Religion” and “Sexual orientation”, and 42 U.S.C. §§ 1981-2000h-6., as amended. 

(b) Terms used in this ordinance to describe prohibited discrimination in housing shall have 

the meanings as ascribed to them under the Virginia Human Rights Act, Va. Code §§ 2.2-

3900- 3909., Va. Code § 15.2-965 as it relates to “Gender identity” “Military status” 

“Religion” “Sexual orientation”, and Virginia Fair Housing Law, Va. Code § 36-96.1:1., 

and 42 U.S.C. § 3602, as amended. 

(c) Terms used in this ordinance to describe prohibited discrimination in public 

accommodations, credit, and private education shall have the meanings as ascribed to them 

under the Virginia Human Rights Act., Va. Code §§ 2.2-3900-3909. and Va. Code § 15.2-

965. as it relates to “Gender identity” “Military status” “Religion” and “Sexual orientation, 

and for public accommodation under 42 U.S.C. § 2000a., as amended. 

(d) The term “jurisdictional” as used in this ordinance shall mean that an allegation of 

discrimination is timely, the person who experienced harm is the person bringing forth the 

allegation and falls within a covered group under this ordinance, the respondent falls within 

a covered group under this ordinance, the alleged discriminatory act is covered by this 

ordinance, and the alleged discriminatory act took place within the geographical boundary 

of the City of Charlottesville and/or the alleged respondent is registered within the corporate 

jurisdiction of the City of Charlottesville. 

(e) The term “inquiry” as used in this ordinance shall mean an incoming contact requesting 

services provided to an individual by the Office of Human Rights and/or an individual 

allegation of discrimination that falls outside the jurisdiction of the Human Rights 

Commission and Office of Human Rights, as defined by this ordinance. 

(f) The term “complaint” as used in this ordinance shall mean a timely filing of a jurisdictional 

allegation of unlawful discrimination, as defined by this ordinance. 

(g) The phrase “alternative dispute resolution” as used in this ordinance shall mean an attempt 

to resolve a complaint through informal dialogue, mediation, or conciliation. 

 

Sec. 2-431. Unlawful discrimination prohibited generally. 

Pursuant to Va. Code Ann. § 2.2-3900. and § 15.2-965., it is the policy of the City of 

Charlottesville to: 

(a) Safeguard all individuals within the City from unlawful discrimination in employment, 

housing, public accommodation, private education, and credit. 

(b) Preserve the public safety, health, and general welfare for the City of Charlottesville; 

(c) Further the interests, rights, and privileges of individuals within the City; and 



(d) Protect citizens of the City against unfounded charges of unlawful discrimination. 

 

Sec. 2-431.1. Unlawful employment discrimination prohibited. 

It shall be unlawful and a violation of this ordinance for any person, partnership, corporation, 

or other entity to engage in discrimination in employment on the basis of race, color, religion, 

national origin, sex, pregnancy, childbirth or related medical conditions, age, marital status, 

sexual orientation, gender identity, military status, or disability. The prohibited actions in this 

section shall include and have the meanings ascribed to them in Virginia Human Rights Act, 

Va. Code §§ 2.2-3900-3909., Va. Code § 15.2-965 and 42 U.S.C. §§ 1981-2000h-6., as 

amended. 

 

Sec. 2-431.2. Unlawful housing discrimination prohibited. 

In accordance with 42 U.S.C. § 3604, 42 U.S.C. § 3605, and 42 U.S.C. § 3606, it shall be 

unlawful and a violation of this article for any person, partnership, corporation, or other entity: 

 

(a) To refuse to sell or rent after the making of a bona fide offer, or to refuse to negotiate for 

the sale or rental of, or otherwise make unavailable or deny, a dwelling to any person 

because of race, color, religion, national origin, sex, elderliness, familial status, source of 

funds, marital status, sexual orientation, gender identity, military status, or disability. 

(b) To discriminate against any person in the terms, conditions, or privileges of sale or rental of 

a dwelling, or in the provision of services or facilities in connection therewith, because of 

race, color, religion, national origin, sex, elderliness, familial status, source of funds, marital 

status, sexual orientation, gender identity, military status, or disability. 

(c) To make, print, or publish, or cause to be made, printed, or published any notice, statement, 

or advertisement, with respect to the sale or rental of a dwelling that indicates any 

preference, limitation, or discrimination based race, color, religion, national origin, sex, 

elderliness, familial status, source of funds, marital status, sexual orientation, gender 

identity, military status, or disability, or an intention to make any such preference, limitation, 

or discrimination. 

(d) To represent to any person because of race, color, religion, national origin, sex, elderliness, 

familial status, source of funds, marital status, sexual orientation, gender identity, military 

status, or disability, that any dwelling is not available for inspection, sale, or rental when 

such dwelling is in fact so available. 

(e) For profit, to induce or attempt to induce any person to sell or rent any dwelling by 

representations regarding the entry or prospective entry into the neighborhood of a person 

or persons of a particular race, color, religion, national origin, sex, elderliness, familial 

status, source of funds, marital status, sexual orientation, gender identity, military status, or 

disability. 

(f) Furthermore, it shall be unlawful and a violation of this article for any person, partnership, 

corporation or other entity: 

(1) To discriminate in the sale or rental, or to otherwise make unavailable or deny, a 

dwelling to any buyer or renter because of a disability of the following: 

(A) that buyer or renter; 



(B) a person residing in or intending to reside in that dwelling after it is so sold, 

rented, or made available; or 

(C) any person associated with that buyer or renter. 

(2) To discriminate against any person in the terms, conditions, or privileges of sale 

or rental of a dwelling, or in the provision of services or facilities in connection 

with such dwelling, because of a disability of: 

(A) that person; or 

(B) a person residing in or intending to reside in that dwelling after it is so sold, 

rented, or made available; or 

(C) any person associated with that person. 

(3) For purposes of this subsection, discrimination includes: 

(A) a refusal to permit, at the expense of the person with a disability, reasonable 

modifications of existing premises occupied or to be occupied by such 

person if such modifications may be necessary to afford such person full 

enjoyment of the premises except that, in the case of a rental, the landlord 

may, where it is reasonable to do so, condition permission for a 

modification on the renter agreeing to restore the interior of the premises 

to the condition that existed before the modification, reasonable wear and 

tear excepted; 

(B) a refusal to make reasonable accommodations in rules, policies, practices, 

or services, when such accommodations may be necessary to afford 

such person equal opportunity to use and enjoy a dwelling; or 

(C) in connection with the design and construction of covered multifamily 

dwellings for a failure to design and construct those dwellings in such a 

manner that: 

(i) the public use and common use portions of such dwellings are 

readily accessible to and usable by people with disabilities; 

(ii) all the doors designed to allow passage into and within all premises 

within such dwellings are sufficiently wide to allow passage by 

people with disabilities requiring the use of wheelchairs; and 

(iii)all premises within such dwellings contain the following features 

of adaptive design: 

a. an accessible route into and through the dwelling; 

b. light switches, electrical outlets, thermostats, and other 

environmental controls in accessible locations; 

c. reinforcements in bathroom walls to allow later installation 

of grab bars; and 

d. usable kitchens and bathrooms such that an individual in a 

wheelchair can maneuver about the space. 

(4) Compliance with the appropriate requirements of the American National Standard 

for buildings and facilities providing accessibility and usability for physically 

handicapped people (commonly cited as “ANSI A117.1”) suffices to satisfy the 

requirements of Sec. 2-431.2.(3).(C).(iii). 



(A) As used in this subsection, the term “covered multifamily dwellings” 

means: 

(i) buildings consisting of 4 or more units if such buildings have one 

or more elevators; and 

(ii) ground floor units in other buildings consisting of 4 or more units. 

(5) Nothing in this ordinance shall be construed to invalidate or limit any state or 

federal law or City ordinance that requires dwellings to be designed and 

constructed in a manner that affords people with disabilities greater access than is 

required by this subchapter. 

(6) Nothing in this ordinance requires that a dwelling be made available to an 

individual whose tenancy would constitute a direct threat to the health or safety 

of other individuals or whose tenancy would result in substantial physical damage 

to the property of others. 

(7) In general, it shall be unlawful for any person or other entity whose business 

includes engaging in residential real estate-related transactions to discriminate 

against any person in making available such a transaction, or in the terms or 

conditions of such a transaction, because of race, color, religion, national origin, 

sex, elderliness, familial status, source of funds, marital status, sexual orientation, 

gender identity, military status, or disability. 

(8) As used in this section, the term “residential real estate-related transaction” means 

any of the following: 

(A) The making or purchasing of loans or providing other financial assistance: 

(i) for purchasing, constructing, improving, repairing, or maintaining 

a dwelling; or 

(ii) secured by residential real estate. 

(B) The selling, brokering, or appraising of residential real property. 

(9) Nothing in this section prohibits a person engaged in the business of furnishing 

appraisals of real property to take into consideration factors other than race, color, 

religion, national origin, sex, elderliness, familial status, source of funds, marital 

status, sexual orientation, gender identity, military status, or disability. 

(g) It shall be unlawful to deny any person access to or membership or participation in any 

multiple-listing service, real estate brokers’ organization or other service, organization, or 

facility relating to the business of selling or renting dwellings, or to discriminate against an 

individual in the terms or conditions of such access, membership, or participation, on 

account of race, color, religion, national origin, sex, elderliness, familial status, source of 

funds, marital status, sexual orientation, gender identity, military status, or disability. 

 

Sec. 2-431.3. Unlawful public accommodation, credit, and private education 

discrimination prohibited. 

It shall be unlawful and a violation of this article for any person, partnership, corporation, or 

other entity to engage in discrimination in public accommodations, credit, and private 

education on the basis of race, color, religion, national origin, sex, pregnancy, childbirth or 

related medical conditions, age, marital status, sexual orientation, gender identity, military 



status, or disability. The prohibited actions in this section shall include and have the meanings 

ascribed to them in Virginia Human Rights Act, Va. Code §§ 2.2-3900-3909., Va. Code § 

15.2-965 as it relates to “Gender identity” “Military status” “Religion” “Sexual orientation”, 

and 42 U.S.C. §§ 1981-2000h-6., as amended. 

 

Sec. 2-432. Human Rights Commission. 

(a) There is hereby created in the City of Charlottesville a Human Rights Commission 

(“Commission”), the members of which shall be appointed by the City Council. The 

Commission shall consist of nine (9) members, all of whom shall possess significant and 

demonstrable ties to the city. In making appointments, the City Council shall seek individuals 

who demonstrate integrity, sound judgment, and a commitment to promoting equal 

opportunity and addressing discrimination within the community. The Council shall also 

consider applicants’ personal or professional experience relevant to the work of the 

Commission, including experience related to employment or housing discrimination. Of the 

members first appointed, at least three shall be appointed for terms of three years, at least 

three shall be appointed for terms of two years, and at least three shall be appointed for terms 

of one year. Thereafter, members shall be appointed for terms of three years each. Any 

vacancy shall be filled by the City Council for the unexpired portion of a term. Following 

notice to the member, any member of the Commission may be removed for good cause by a 

majority vote of City Council. 

(b) The Commission shall elect from its members a chair, a vice-chair, and such other officers 

as the Commission may deem appropriate. 

(c) Members of the Commission shall serve without compensation, but funds may be 

appropriated in the City’s annual budget for reasonable and necessary expenses to be 

incurred by Commission in the conduct of its prescribed functions. 

(d) All meetings of the Commission shall be advertised in advance and in the manner required 

by law and shall be open to the public except for meetings lawfully closed pursuant to the 

Virginia Freedom of Information Act. The Commission may adopt bylaws and procedures 

to govern the conduct of its meetings; provided, however, that at the beginning and at the 

end of each of its public meetings the Commission will receive public comment in 

accordance with City Council’s adopted “Rules for Public Participation.” 

(e) The Commission may, in its discretion, delegate any of its duties or responsibilities 

hereunder to a panel of not less than three Commissioners. 

(f) There shall be a full-time Director of the Commission, who shall be appointed by the City 

Manager with the advice and consent of the Commission and who shall serve full time in 

that capacity. A candidate proposed for appointment as the Director must demonstrate 

significant prior professional experience performing one or more of the activities or roles 

described in the code of the City of Charlottesville, Chapter 2, Article XV. The Director 

shall be responsible for and report to the Commission on the day-to-day operational 

conduct of the Human Rights Commission. The Director shall report directly to the 

Deputy City Manager for Social Equity for administrative and fiscal matters. The City 

Manager shall delegate to the Director the authority to employ such additional staff as 

authorized and funded by the City Council to allow the Commission to effectively fulfill 



its obligations under this Ordinance. In the absence of a Director, the City Manager shall 

transfer the Director’s duties to qualified professional staff within the City to ensure the 

continuity of services provided by the Human Rights Commission and Office of Human 

Rights. 

(g) The City Council shall establish policies and procedures for the performance by the 

Commission of the roles, duties and responsibilities set forth within this article (“operating 

procedures”). All City departments, boards and commissions shall cooperate with and 

assist the Commission, including the provision of information in response to reasonable 

requests from the Commission. 

(h) Legal counsel shall be provided to the Commission and its staff through the Office of the 

City Attorney. The City Council hereby authorizes retention of outside counsel for the 

prosecution of civil action regarding a finding of reasonable cause under this ordinance, 

upon recommendation of the City Attorney. 

(i) The Commission shall make quarterly reports to the City Council concerning the 

operation of the Commission and the status of the Commission’s performance of the 

duties, responsibilities and roles set forth within this article. One of the required quarterly 

reports shall be an annual report. The schedule for submission of these reports, and the 

required contents of the reports, shall be as specified within the Commission’s operating 

procedures. 

 

Sec. 2-433. Role of the Human Rights Commission. 

The role of the Human Rights Commission, with support from the Office of Human Rights, 

is to act as a strong advocate for justice and equal opportunity by providing citywide 

leadership and guidance in the area of civil rights. The Commission will: 

(a) Assist individuals who believe they are the victim of an act of unlawful discrimination 

within the jurisdiction of the City; 

(b) Collaborate with the public and private sectors to provide awareness, education and 

guidance on methods to prevent and eliminate discrimination citywide; 

(1) The Commission shall serve as a forum for the discussion of human rights issues 

and be responsible for conducting ongoing efforts to engage community 

members in an open, honest, and creative dialogue regarding issues of equity 

and opportunity, including but not limited to issues considered by the City’s 

Dialogue on Race initiative. 

(2) The Commission shall conduct or engage in educational and informational 

programs for the promotion of mutual understanding, reconciliation, and respect 

between all classes of individuals protected by this ordinance and the larger 

Charlottesville community. 

(c) Identify and review systemic issues, policies, and practices of the City of Charlottesville 

and advise its boards, commissions, and other public agencies within the City on issues 

related to human rights; 

(1) Such policies, practices, and systems may include those of an institutional nature 

that: 



(A) May be unlawful discriminatory practices; or 

(B) May not constitute unlawful discriminatory practices but nevertheless 

produce disparities that adversely impact individuals in accordance with 

the protected classes identified within this ordinance. 

(2) Any review undertaken pursuant to this section may be initiated at the request 

of any other public or private entity, or by the Commission on its own initiative. 

(3) The Commission may conduct its own research and review of existing studies 

and literature, collaborate with other research organizations, organize public 

focus groups, and hold such hearings as may be necessary to identify policies, 

practices and systems as referenced above. For each such identified policy, 

practice or system, the goal of the Commission will be to formulate 

recommendations and to propose to City Council concrete, actionable reforms 

that will eliminate discriminatory practices or the adverse effects of lawful other 

practices. The Commission will report the status of its ongoing project(s) or 

review(s) to City Council within its quarterly and annual reports. 

(d) Seek a Fair Employment Practices Agency (FEPA) workshare agreement with the Equal 

Employment Opportunity Commission (EEOC) and a Fair Housing Assistance Program 

(FHAP) workshare agreement with the Department of Housing and Urban Development 

(HUD) to conduct investigations of employment and housing discrimination on their 

behalf and enter into such agreement(s) subject to approval of City Council upon a finding 

that the agreement(s) would be in the best interest of the City; 

(e) Make recommendations regarding the City’s annual legislative program, with an emphasis 

on enabling legislation that may be needed to implement programs and policies that will 

address discrimination; and 

(f) Prepare policy or procedure recommendations to City Council which the Commission 

believes are necessary for the performance of the roles, duties, and responsibilities 

assigned to the Commission within this article, and for modifications of operating 

procedures approved by City Council. 

 

Sec. 2-434. Office of Human Rights. 

(a) There is hereby created in the City of Charlottesville an Office of Human Rights (“Office”), 

which is a division of the City Manager’s Office. 

(b) The Director of the Human Rights Commission will be responsible for, and report to the 

Commission on, the day-to-day operational conduct of the Office of Human Rights. 

(c) The Director may hire additional staff, as approved by the City Manager and funded by City 

Council, to fulfill the roles designated within this ordinance. Such staff shall report to the 

Director. 

Sec. 2-435. Role of the Office of Human Rights. 

The role of the Office of Human Rights is to: 

(a) Provide administrative support to the Human Rights Commission; 

(b) Receive individual inquiries and complaints of discrimination within the jurisdiction of the 



City of Charlottesville, and attempt to resolve such complaints through alternative dispute 

resolution, and/or investigate and issue findings on whether there is reasonable cause to 

believe a violation of this ordinance has occurred;, and/or provide referrals to appropriate 

services for inquiries that do not involve a jurisdictional complaint of discrimination; 

(c) Conduct community outreach related to human rights. Such outreach may include: 

(1) Providing information to the public regarding the services provided by the Office of 

Human Rights and the Human Rights Commission; 

(2) Hosting or participating in educational events for the purpose of raising public awareness 

around issues of human rights, discrimination, and/or equity; 

(3) Facilitating, leading, or participating in collaborative meetings and events with 

community partners for the purpose of addressing issues of human rights, discrimination, 

and/or equity. 

 

Sec. 2-436. Reserved. 

 

Sec. 2-437.1. Investigation of individual employment discrimination complaints and 

issuance of findings. 

(a) Complaints and answers 

(1) The Director shall develop and implement a central intake procedure to be used 

by the Office of Human Rights for receiving and processing individual inquiries 
that allege an unlawful, discriminatory employment practice. 

(2) Upon the receipt of such inquiry, the Director or other designated professional 

staff shall conduct an initial assessment to determine if the inquiry is 
jurisdictional. The inquiry may be dismissed by the Director without further 

action if it is non-jurisdictional. 

(3) If the inquiry is not dismissed, any person claiming to be aggrieved by an 

unlawful discriminatory employment practice may file a complaint in writing 

with the Office of Human Rights not more than 180 calendar days following the 

alleged discriminatory act. The complaint shall be in such detail as to substantially 

apprise any party properly concerned as to the time, place, and facts surrounding 

the alleged unlawful discrimination.  

(4) For complaints alleging an unlawful discriminatory employment practice within 

the jurisdiction of the City, the Director or other designated professional staff are 

authorized to undertake further action as detailed in Sec. 2- 437.1.(b). 

(5) For inquiries alleging an unlawful discriminatory employment practice that falls 

outside the jurisdiction of the City, the Director or other designated professional 

staff shall dismiss the inquiry as non-jurisdictional and inform the aggrieved 

individual of the option to file with an appropriate state or federal agency. 

(6) If the City of Charlottesville is the named respondent in an inquiry of employment 

discrimination received by Office of Human Rights, the Director or other 



designated professional staff shall dismiss the inquiry as non-jurisdictional and 

inform the aggrieved individual of the option to file with an appropriate state or 

federal agency. 

(7) If a current or former City of Charlottesville Human Rights Commissioner is a 

party to an inquiry of employment discrimination received by the Office of 

Human Rights, and the case is jurisdictional, the Director may attempt to resolve 

the complaint through alternative dispute resolution. If the complaint cannot be 

resolved through alternative dispute resolution, the Director shall 

administratively close the case and inform the aggrieved individual of the option 

to file with an appropriate state or federal agency.  

(8) Upon the filing of a complaint of discrimination, the Director shall serve notice 

of the complaint on the complainant and each respondent named therein. Said 

notice shall be served in a timely manner specifying the allegation, citing the 

evidence that supports further action, advising all parties of the time limits and 

choice of forums under this ordinance, and indicating the action to be taken. 

(b) Further action 

(1) Further action for employment discrimination complaints, as authorized by this 

ordinance, may include informal dialogue, mediation, and/or investigation of the 

complaint. 

(2) It shall be the responsibility of the aggrieved individual to provide current and 

updated contact information to the Office of Human Rights from the date of filing 

through the completion of any further action. 

(3) If, during the process of informal dialogue, mediation, or investigation, the 

complainant does not respond to communication or requests for information 

from the Office of Human Rights for a period of thirty (30) calendar days, the 

Director shall serve written notice of pending case closure on the complainant 

stating that the case shall be administratively closed if the complainant does not 

respond within thirty (30) calendar days of the date the written notice is issued.  

(A) If the complainant responds to the notice of pending case closure within 

thirty (30) calendar days of the date the notice was issued, the case shall 

remain open. 

(B) If the complainant does not respond within thirty (30) calendar days of 

the date the notice was issued, or if the complainant responds within the 

thirty (30) calendar-day timeframe but does not respond to subsequent 

communication or requests for information for another thirty (30) 

calendar-day period, the case shall be administratively closed without 

further notice. 

(4) The complainant may, following the administrative closure of the case, re-file 

the complaint at a future date, provided that the complaint is filed within one 

hundred and eighty (180) calendar days of the alleged discriminatory event 

detailed in the original complaint. 

(5) If, during the process of informal dialogue, mediation, or investigation, the 



respondent does not respond to communication or requests for information from 

the Office of Human Rights for a period of thirty (30) calendar days, the 

Director may serve written notice on the respondent that the investigation may 

proceed without the requested information and that a determination on the case 

shall be rendered upon completion of the investigation. 

(c) Alternative dispute resolution 

(1) During the period beginning with the filing of such complaint and ending with 

the rendering of a determination or a dismissal by the Director, the Director shall, 

to the extent feasible, engage in informal dialogue or mediation with respect to 

such complaint. 

(2) The Director shall propose an initial meeting between the parties for the purpose 

of exploring alternative dispute resolution of the complaint through voluntary 

informal dialogue or mediation. 

(A) For the purposes of this section, informal dialogue shall refer to a voluntary 

meeting between the complainant and respondent to explore resolution that 

does not result in a written settlement agreement. 

(B) For the purposes of this section, mediation shall refer to a facilitated 

dialogue resulting in a written settlement agreement between the respondent 

and complainant. 

(3) Nothing herein shall be interpreted as requiring any party to participate in 

informal dialogue, mediation, or any other resolution efforts. 

(4) Materials used and communications made during informal dialogue or mediation 

concerning a complaint of unlawful discrimination shall be confidential and shall 

not be disclosed to the public by the Director, the Commission, or Office of 

Human Rights staff unless disclosure is authorized in writing by all parties to the 

dispute. 

(5) If informal dialogue is concluded, the complaint shall be considered resolved 

upon the complainant’s written or verbal withdrawal of the complaint. 

(6) If the mediation is concluded to the satisfaction of both parties, the complaint 

shall be considered resolved upon the parties’ execution of a written settlement 

agreement. Unless all parties agree otherwise, the execution of a written 

agreement is solely for the purpose of settling a disputed claim and does not 

constitute an admission by any party that the law or this ordinance has been 

violated. No further action on the initial complaint shall be taken by the 

Commission or the Office of Human Rights staff once the agreement is executed. 

(7) If informal dialogue or mediation is not successful, the Director or designee shall 

conduct an investigation. 

(d) Investigation 

(1) Upon the filing of a complaint under this section, the Director shall assign an 

Investigator to make an investigation of the alleged discriminatory practice for 

the purpose of rendering a written determination as to whether there is reasonable 



cause to believe a violation of this ordinance occurred and the facts supporting 

such determination. 

(2) The Investigator shall complete such investigation within one hundred and eighty 

(180) calendar days after the filing of the complaint unless it is impracticable to 

do so. If the Investigator is unable to complete the investigation within one 

hundred and eighty (180) calendar days after the filing of the complaint, the 

Director shall notify the complainant and respondent in writing of the reasons for 

not doing so. 

(3) Statements received by the Investigator from the complainant, respondents, and 

witnesses as part of an investigation shall be under oath or affirmation and may 

be reasonably and fairly amended at any time. 

(4) When conducting an investigation of a complaint filed under this ordinance, the 

Investigator shall have the right to interview any person who may have any 

information which may further the investigation and to request production of any 

records or documents for inspection and copying in the possession of any person 

which may further the investigation. Such persons shall be interviewed under 

oath. The Director or designated subordinates shall have the authority to collect, 

inspect, and copy records under this ordinance. 

(5) If during an investigation any person refuses to comply with a request by the 

Director or Office staff to produce data, information, documents, or other tangible 

evidence or refuses to appear as a witness for the gathering of evidence necessary 

to determine whether a violation of this ordinance has occurred, the Director, after 

a good faith effort to obtain such evidence or attendance of witnesses, may 

petition a court of appropriate jurisdiction for a subpoena against any such person 

refusing to produce such evidence or refusing to appear as a witness, and such 

court may, upon good cause shown, cause the subpoena to be issued. 

(A) Said subpoenas and requests for information may be ordered to the same 

extent and subject to the same limitations as would apply if the subpoenas 

or requests for information were ordered or served as part of a civil action 

in the Commonwealth of Virginia. 

(B) For purposes of this section, “person” includes any individual, 

partnership, corporation, association, legal representative, mutual 

company, joint stock company, trust, unincorporated organization, 

employee, employer, employment agency, labor organization, joint labor-

management committee, or an agent thereof. 

(C) Neither the complainant nor the respondent shall have the right to demand 

that a subpoena be issued. 

(D) Any witness subpoena issued under this section shall include a statement 

that any statements made will be under oath and that the respondent or 

other witness is entitled to be represented by an attorney. 

(E) Any person failing to comply with a subpoena issued under this section 

shall be subject to punishment for contempt by the court issuing the 



subpoena. Any person so subpoenaed may petition the Charlottesville 

Circuit Court to quash the subpoena. 

(F) In case of refusal or neglect to obey a subpoena, the Director may petition 

for its enforcement in the Circuit Court of the City of Charlottesville. The 

Circuit Court of the City of Charlottesville will be requested to give these 

cases priority on the court docket. 

(6) Upon the conclusion of the investigation, the Investigator shall prepare an 

investigative report for submission to the Director. 

(e) Reasonable cause determination and effect 

(1) Upon completion of an investigation and submission of the investigative report, 

the Director shall render a written determination of whether there is reasonable 

cause to believe a violation of this ordinance has been committed and the facts 

supporting such determination. The written determination shall promptly be 

served on the parties. 

(2) If the Director determines that there is reasonable cause to believe that a violation 

of this ordinance has been committed, the Director shall immediately endeavor to 

eliminate any alleged unlawful discriminatory practice through informal dialogue 

or mediation. 

(3) If the complaint cannot be resolved through informal dialogue or mediation, the 

Director shall proceed with the preparation of materials for consideration by the 

Commission for the purpose of holding a vote on whether to conduct a public 

administrative hearing on the complaint. 

(4) Such materials shall include a copy of the written determination with the names 

and identifying information of the complainant, respondent, respondent’s agents, 

and any witnesses redacted. 

(5) Upon request by the Commission, the Director shall provide a copy of the full 

investigative report with the names and identifying information of the 

complainant, respondent, respondent’s agents, and any witnesses redacted. 

(6) If the Director determines that there is no reasonable cause to believe a violation 

of this ordinance has been committed, the Director shall dismiss the complaint 

and advise the complainant in writing that such dismissal shall become final 

unless, within ten (10) calendar days of receipt of the notice of dismissal, the 

complainant contacts the Office of Human Rights to request a review of the 

determination of the Director through the Commission’s public administrative 

appeal hearing process. 

(f) Contracted services 

(1) In order to fulfill the requirements of this section, the City Manager or their 

designee is authorized to contract on behalf of the City with any objective, neutral 

third party qualified to assess allegations of discrimination under this section for 

the purpose of receiving complaints, conducting investigations, rendering written 

determinations of whether there is reasonable cause to believe a violation of this 

ordinance has occurred, conducting informal dialogues or mediations of 



complaints, and advising the Director of the Commission of the results of any 

investigation, informal dialogue, or mediation of complaints. 

 

Sec. 2-437.2. Investigation of individual housing discrimination complaints and issuance 

of findings. 

(a) Complaints and Answers (in accordance with 42 U.S.C. § 3610 and 24 C.F.R. § 115.204) 

(1) The Director shall develop and implement a central intake procedure to be used by 
the Office of Human Rights for receiving and processing individual inquiries that 

allege an unlawful, discriminatory housing practice. 

(2) Upon the receipt of such inquiry, the Director or other designated professional staff 

shall conduct an initial assessment to determine if the inquiry is jurisdictional. The 

inquiry may be dismissed by the Director without further action if it is non-

jurisdictional. 

(3) If the inquiry is not dismissed, any person claiming to be aggrieved by an unlawful 

discriminatory housing practice may file a complaint in writing with the Office of 

Human Rights not more than one year (365 calendar days) following the alleged 

discriminatory act. The complaint shall be in such detail as to substantially apprise 

any party properly concerned as to the time, place, and facts surrounding the alleged 

unlawful discrimination.  

(4) Where the Commission identifies a systemic, discriminatory housing practice, the 
Commission may, upon majority vote of its members, request that the Director file a 
complaint of housing discrimination in situations where there is no named complainant. 
The Director, on the Director’s own initiative, may also file such a complaint. 

(5) The Director may also investigate housing practices to determine whether a 

complaint should be brought under this section. 

(6) If the City of Charlottesville is the named respondent in an inquiry of housing 

discrimination received by Office of Human Rights, the Director shall dismiss the 

inquiry as non-jurisdictional and inform the aggrieved individual of the option to file 

with an appropriate state or federal agency. 

(7) If a current or former City of Charlottesville Human Rights Commissioner is a party 

to an inquiry of housing discrimination received by the Office of Human Rights, 

and the case is jurisdictional, the Director may attempt to resolve the complaint 

through alternative dispute resolution. If the complaint cannot be resolved through 

alternative dispute resolution, the Director shall administratively close the case and 

inform the aggrieved individual of the option to file with an appropriate state or 

federal agency. 

(8) Upon the filing of such a complaint, 

(A) The Director shall serve notice upon the aggrieved person acknowledging 

such filing and advising the aggrieved person of the time limits and choice 

of forums provided under this ordinance. 

(B) The Director shall, not later than ten (10) calendar days after such filing or 

the identification of an additional respondent, serve on the respondent a 



notice identifying the alleged discriminatory housing practice and advising 

such respondent of the procedural rights and obligations of respondents 

under this ordinance, together with a copy of the original complaint. 

(C) Each respondent may file, not later than ten (10) calendar days after receipt 

of notice from the Director, an answer to such complaint. 

(D) The Office of Human Rights shall commence proceedings with respect to 

the complaint before the end of the thirtieth (30th) calendar day after receipt 

of the complaint. 

(9) Complaints and answers shall be under oath or affirmation and may be reasonably 

and fairly amended at any time. 

(10) A person who is not named as a respondent in a complaint, but who is identified 

as a respondent in the course of investigation, may be joined as an additional or 

substitute respondent upon written notice to such person, from the Director. Such 

notice shall explain the basis for the Director’s belief that the person to whom the 

notice is addressed is properly joined as a respondent.  

(11) Under this section, if the City has entered into a FHAP workshare agreement, all 

decision-making authority with respect to acceptance and investigation of a 

complaint, approval of a conciliation agreement, dismissal of a complaint, final 

administrative disposition of a complaint, and/or decision-making regarding whether 

a particular matter will or will not be pursued shall be held by staff of the Office of 

Human Rights. If the City has not entered into a FHAP workshare agreement, the 

City Manager or their designee is authorized to delegate such decision-making 

authorities to any objective, neutral third party qualified to assess allegations of 

discrimination under this section. The third party shall advise the Director of the 

Commission of the results of any delegated decision-making. 

(b) Further action  

(1) Further action for housing discrimination complaints, as authorized by this 

ordinance, may include informal dialogue, mediation, conciliation, and/or 

investigation of the complaint. 

(2) It shall be the responsibility of the aggrieved individual to provide current and 

updated contact information to the Office of Human Rights from the date of filing 

through the completion of any further action. 

(3) If, during the process of informal dialogue, mediation, conciliation or investigation, 

the complainant does not respond to communication or requests for information 

from the Office of Human Rights for a period of thirty (30) calendar days, the 

Director shall serve written notice of pending case closure on the complainant 

stating that the case shall be administratively closed if the complainant does not 

respond within thirty (30) calendar days of the date the written notice is issued. 

(A) If the complainant responds to the notice of pending case closure within 

thirty (30) calendar days of the date the notice was issued, the case shall 

remain open. 

(B) If the complainant does not respond within thirty (30) calendar days of the 



date the notice was issued, or if the complainant responds within the thirty 

(30) calendar-day timeframe but does not respond to subsequent 

communication or requests for information for another thirty (30) 

calendar-day period, the case shall be administratively closed without 

further notice. 

(4) The complainant may, following the administrative closure of the case, re-file the 

complaint at a future date, provided that the complaint is filed within three hundred 

sixty-five (365) calendar days of the alleged discriminatory event detailed in the 

original complaint. 

(5) If, during the process of informal dialogue, mediation, conciliation, or investigation, 

the respondent does not respond to communication or requests for information from 

the Office of Human Rights for a period of thirty (30) calendar days, the Director 

may serve written notice on the respondent that the investigation may proceed 

without the requested information and that a determination on the case shall be 

rendered upon completion of the investigation. 

(c) Alternative dispute resolution (in accordance with 42 U.S.C. § 3610 and 24 C.F.R. §115.204) 

(1) During the period beginning with the filing of such complaint and ending with the 

filing of a charge or a dismissal by the Director, the Director shall, to the extent 

feasible, engage in informal dialogue, mediation, or conciliation with respect to such 

complaint. 

(A) For the purposes of this section, informal dialogue shall refer to a voluntary 

meeting between the complainant and respondent to explore resolution that 

does not result in a written settlement agreement. 

(B) For the purposes of this section, mediation shall refer to a facilitated 

dialogue resulting in a written settlement agreement between the respondent 

and complainant. 

(C) For the purposes of the section, conciliation shall refer to a facilitated 

dialogue resulting in a written settlement agreement between the 

respondent, complainant, and the City, and such agreement shall be subject 

to approval by the Director. 

(2) The Director shall propose an initial meeting between the parties for the purpose of 

exploring a resolution of the complaint through voluntary informal dialogue, 

mediation, or conciliation. 

(3) Nothing herein shall be interpreted as requiring any party to participate in informal 

dialogue, mediation, conciliation, or any other resolution efforts. 

(4) Materials used and communications made during informal dialogue, mediation, or 

conciliation concerning a complaint of unlawful discrimination shall be confidential 

and shall not be disclosed to the public by the Director, the Commission, or Office 

of Human Rights staff unless disclosure is authorized in writing by all parties to the 

dispute. 

(5) If informal dialogue is concluded to the satisfaction of the complainant, the 

complaint will be considered resolved upon the complainant’s written or verbal 



withdrawal of the complaint. 

(6) If the mediation or conciliation is concluded to the satisfaction of both parties, the 

complaint will be considered resolved upon the parties’ execution of a written 

settlement agreement. Unless all parties agree otherwise, the execution of a written 

agreement is solely for the purpose of settling a disputed claim and does not 

constitute an admission by any party that the law or this ordinance has been violated. 

No further action on the initial complaint will be taken by the Commission or the 

Office of Human Rights staff once the agreement is executed. 

(7) If informal dialogue, mediation, or conciliation is not successful, the Director or 

designee shall conduct an investigation. 

(8) Concurrent with the investigation or after release of the investigative report, a 

conciliation agreement arising out of such complaint shall be an agreement between 

the respondent, the complainant, and the City of Charlottesville, and shall be subject 

to approval by the Director.  

(A) Each conciliation agreement shall be made public unless the parties 

otherwise agree and the Director determines that disclosure is not required 

to further the purposes of this Ordinance. 

(B) Notwithstanding the foregoing requirements for mutual agreement to 

publication of a conciliation agreement, the City of Charlottesville may 

provide a copy of the conciliation agreement as otherwise required by 

operation of law. 

(d) Failure to comply with conciliation agreement (in accordance with 42 U.S.C. § 3610 and 24 

C.F.R. §115.204) 

(1) Whenever the Director has reasonable cause to believe that a respondent has 

breached a conciliation agreement, the Director shall refer the matter to the City 

Attorney’s Office for enforcement. The City Attorney is authorized by City Council 

to take such action as is necessary to enforce the agreement, including the hiring of 

an Attorney to enforce the rights granted under this ordinance in a Court of 

competent jurisdiction at the City’s sole expense. 

(e) Investigation (in accordance with 42 U.S.C. § 3610 and 24 C.F.R. §115.204) 

(1) Upon the filing of a complaint under this section, the Director shall assign an 

Investigator to make an investigation of the alleged discriminatory housing practice 

and complete such investigation within one hundred (100) calendar days after the 

filing of the complaint, unless it is impracticable to do so. 

(2) If the Investigator is unable to complete the investigation within one hundred (100) 

calendar days after the filing of the complaint, the Director shall notify the 

complainant and respondent in writing of the reasons for not doing so. 

(3) Statements received by the Investigator from the complainant, respondents, and 

witnesses as part of an investigation shall be under oath or affirmation and may be 

reasonably and fairly amended at any time. 

(4) When conducting an investigation of a complaint filed under this ordinance, the 



Investigator shall have the right to interview any person who may have any 

information which may further the investigation and to request production of any 

records or documents for inspection and copying in the possession of any person 

which may further the investigation. Such persons shall be interviewed under oath. 

The Director or designated subordinates shall have the authority to collect, inspect, 

and copy records under this ordinance. 

(5) In accordance with 42 U.S.C. §3611, if during an investigation any person refuses 

to comply with a request by the Director or Office staff to produce data, information, 

documents, or other tangible evidence or refuses to appear as a witness for the 

gathering of evidence necessary to determine whether a violation of this ordinance 

has occurred, the Director, after a good faith effort to obtain such evidence or 

attendance of witnesses, may petition a court of appropriate jurisdiction for a 

subpoena against any such person refusing to produce such evidence or refusing to 

appear as a witness, and such court may, upon good cause shown, cause the subpoena 

to be issued. 

(A) Said subpoenas and requests for information may be ordered to the same 

extent and subject to the same limitations as would apply if the subpoenas 

or requests for information were ordered or served as part of a civil action 

in the Commonwealth of Virginia. 

(B) For purposes of this section, “person” includes any individual, partnership, 

corporation, association, legal representative, mutual company, joint stock 

company, trust, unincorporated organization, employee, employer, 

employment agency, labor organization, joint labor-management 

committee, or an agent thereof. 

(C) Neither the complainant nor the respondent shall have the right to demand 

that a subpoena be issued. 

(D) Any witness subpoena issued under this section shall include a statement 

that any statements made will be under oath and that the respondent or other 

witness is entitled to be represented by an attorney. 

(E) Any person failing to comply with a subpoena issued under this section 

shall be subject to punishment for contempt by the court issuing the 

subpoena. Any person so subpoenaed may petition the Charlottesville 

Circuit Court to quash the subpoena. 

(F) In case of refusal or neglect to obey a subpoena, the Director may petition 

for its enforcement in the Circuit Court of the City of Charlottesville. The 

Circuit Court of the City of Charlottesville will be requested to give these 

cases priority on the court docket. 

(6) At the end of each investigation under this section, the Investigator shall prepare a 

final investigative report containing: 

(A) the names and dates of contacts with witnesses; 

(B) a summary and the dates of correspondence and other contacts with the 

aggrieved person and the respondent; 



(C) a summary description of other pertinent records; 

(D) a summary of witness statements; and 

(E) answers to questions submitted during the course of the investigation, where 

applicable. 

(7) A final report under this paragraph may be amended if additional evidence is later 

discovered. 

(f) Prohibitions and requirements with respect to disclosure of information (in accordance with 

42 U.S.C. § 3610 and 24 C.F.R. §115.204) 

(1) Nothing said or done in the course of conciliation under this subchapter may be made 

public or used as evidence in a subsequent proceeding under this subchapter without 

the written consent of the parties to the conciliation. 

(2) Notwithstanding Sec. 2-440., the Director shall make available to the aggrieved 

person and the respondent, at any time, upon request following completion of the 

investigation, information derived from an investigation and any final investigative 

report relating to that investigation, such information shall be redacted to exclude 

any personal identifying information protected from disclosure by state or federal 

law. 

(g) Prompt judicial action (in accordance with 42 U.S.C. § 3610 and 24 C.F.R. §115.204) 

(1) If the Director, in consultation with the City Attorney, concludes at any time 

following the filing of a complaint that prompt judicial action is necessary to carry 

out the purposes of this subchapter, the Director may refer the matter to the City 

Attorney with a request for appropriate temporary or preliminary relief pending final 

disposition of the complaint under this section. Upon receipt of authorization from 

the City Manager, the City Attorney shall promptly commence and maintain such an 

action, as needed. Any temporary restraining order or other order granting 

preliminary or temporary relief shall be issued in accordance with the authority 

granted by a Court of competent jurisdiction. The commencement of a civil action 

under this subsection does not affect the initiation or continuation of further action, 

as authorized by the Director under this ordinance. 

(2) Whenever the Director, in consultation with the City Attorney, has reason to believe 

that a basis may exist for the commencement of proceedings against any respondent 

by any governmental licensing or supervisory authorities, the Director shall transmit 

the information upon which such belief is based to the City Attorney or to such other 

agency or authority with appropriate jurisdiction. 

(h) Reasonable cause determination and effect (in accordance with 42 U.S.C. § 3610 and 24 

C.F.R. §115.204) 

(1) The Director shall, within one hundred (100) calendar days after the filing of the 

complaint, determine based on the facts whether reasonable cause exists to believe 

that a discriminatory housing practice has occurred or is about to occur, unless it is 

impracticable to do so, or unless the Director has approved a conciliation agreement 

with respect to the complaint. If the Director is unable to make the determination 

within one hundred (100) calendar days after the filing of the complaint, the Director 



shall notify the complainant and respondent in writing of the reasons for not doing 

so. 

(A) The Commission and/or Office shall make a final administrative disposition 

of a complaint filed under this section within one year (365 calendar days) 

of the date of receipt of a complaint, unless it is impracticable to do so. If 

the Commission and/or Office is unable to do so, it shall notify the parties, 

in writing, of the reasons for not doing so. 

(2) If the Director determines that reasonable cause exists to believe that a 

discriminatory housing practice has occurred or is about to occur, the Director shall, 

unless a resolution has been reached through informal dialogue, mediation, or 

conciliation, immediately render a determination on behalf of the aggrieved person. 

(3) If the Director, in consultation with the City Attorney, renders a determination of 

reasonable cause on behalf of the aggrieved person, the Director shall issue a charge 

on behalf of the aggrieved person for further civil action proceedings. Such charge: 

(A) shall consist of a short and plain statement of the facts upon which the 

Director has found reasonable cause to believe that a discriminatory 

housing practice has occurred or is about to occur; 

(B) shall be based on the final investigative report; and 

(C) need not be limited to the facts or grounds alleged in the complaint filed 

under Sec. 2-437.2.(a). 

(4) If the Director, in consultation with the City Attorney, determines that the matter 

involves the legality of any State or local zoning or other land use law or ordinance, 

the Director shall immediately refer the matter to the City Attorney with a 

recommendation for appropriate civil action instead of issuing such charge. 

(5) If the Director determines that there is no reasonable cause to believe a violation of 

this ordinance has been committed, the Director shall dismiss the complaint and 

advise the complainant in writing that such dismissal shall become final unless, 

within ten (10) calendar days of receipt of the notice of dismissal, the complainant 

contacts the Office of  Human Rights to request a review of the determination of the 

Director through the Commission’s public administrative appeal hearing process. 

(6) The Director may not issue a charge under this section regarding an alleged 

discriminatory housing practice after the beginning of the trial of a civil action 

commenced by the aggrieved party under an Act of Congress or a State law, seeking 

relief with respect to that discriminatory housing practice. 

(i) Service of copies of charge (in accordance with 42 U.S.C. § 3610 and 24 C.F.R. §115.204) 

(1) After the Director issues a charge under this section, the Director shall cause a copy 

thereof, together with information as to how to make an election of judicial 

determination under this ordinance and the effect of such an election, to be served: 

(A) on each respondent named in such charge, together with a notice of 

opportunity for a public administrative hearing by the Commission, under 

section 2-439.1 of this ordinance, at a time and place specified in the 



notice, unless that election is made; and 

(B) on each aggrieved person on whose behalf the complaint was filed. 

(j) Election of judicial determination (in accordance with 42 U.S.C. § 3612) 

(1) When a charge is filed under section 2-437.2. of this ordinance, a complainant, a 

respondent, or an aggrieved person on whose behalf the complaint was filed, may 

elect to have the claims asserted in that charge decided in a civil action in lieu of a 

public administrative hearing by the Commission under Sec. 2-439.1. The election 

must be made not later than twenty (20) calendar days after the receipt by the electing 

person of service of copies of the charge or, in the case of the Director, not later than 

twenty (20) calendar days after such service. The person making such election shall 

give notice of doing so to the Director and to all other complainants and respondents 

to whom the charge relates. 

(k) Civil action for enforcement when a charge is issued or election is made for such civil action 

(in accordance with 42 U.S.C. § 3612) 

(1) If an election of judicial determination is made, the City Attorney shall commence 

and maintain a civil action on behalf of the aggrieved person in a Court of competent 

jurisdiction seeking relief to this subsection, not later than thirty (30) calendar days 

after the authorization or election is made. 

(A) For the purposes of pursuing a civil action under this section, the City 

Attorney is authorized to contract qualified legal counsel on behalf of the 

City at the City’s sole expense. 

(2) Any aggrieved person with respect to the issues to be determined in a civil action 

under this subsection may intervene as of right in that civil action. 

(3) In a civil action under this subsection, if the court finds that a discriminatory housing 

practice has occurred or is about to occur, the court may grant as relief any relief 

with respect to such discriminatory housing practice in a civil action under 42 U.S.C. 

§ 3613. Any relief so granted that would accrue to an aggrieved person in a civil 

action commenced by that aggrieved person under 42 U.S.C. § 3613 shall also accrue 

to that aggrieved person in a civil action under this subsection. 

(l) Civil action by private persons (in accordance with 42 U.S.C. § 3613) 

(1) An aggrieved person, regardless of the status of the complaint, may commence a 

civil action in a Court of competent jurisdiction within the City of Charlottesville 

not later than two (2) years after the occurrence or the termination of an alleged 

discriminatory housing practice, or the breach of a conciliation agreement entered 

into under this subchapter, whichever occurs last, to obtain appropriate relief with 

respect to such discriminatory housing practice or breach. 

(2) The computation of such 2-year period shall not include any time during which an 

administrative proceeding under this subchapter was pending with respect to a 

complaint or charge under this subchapter based upon such discriminatory housing 

practice. This subparagraph does not apply to actions arising from a breach of a 

conciliation agreement. 



(3) An aggrieved person may commence a civil action under this subsection whether or 

not a complaint has been filed under Sec. 2-437.2.(a) of this ordinance and without 

regard to the status of any such complaint, but if the Director has obtained a 

mediation or conciliation agreement with the consent of an aggrieved person, no 

action may be filed under this subsection by such aggrieved person with respect to 

the alleged discriminatory housing practice which forms the basis for such complaint 

except for the purpose of enforcing the terms of such an agreement. 

(m)  Relief which may be granted (in accordance with 42 U.S.C. § 3612 and 24 C.F.R. § 

115.204) 

(1) In a civil action under this ordinance, if the court finds that a discriminatory housing 

practice has occurred or is about to occur, the court may award to the plaintiff actual 

and punitive damages, and may grant as relief, as the court deems appropriate, any 

permanent or temporary injunction, temporary restraining order, or other order 

(including an order enjoining the defendant from engaging in such practice or 

ordering such affirmative action as may be appropriate). 

(A) Such relief may include actual damages suffered by the aggrieved person 

and injunctive or other equitable relief. Such order may, to vindicate the 

public interest, assess a civil penalty against the respondent: 

(i) in an amount not exceeding $10,000 if the respondent has not 

been adjudged to have committed any prior discriminatory 

housing practice; 

(ii) in an amount not exceeding $25,000 if the respondent has been 

adjudged to have committed one other discriminatory housing 

practice during the 5-year period ending on the date of the filing 

of this charge; and 

(iii) in an amount not exceeding $50,000 if the respondent has been 

adjudged to have committed 2 or more discriminatory housing 

practices during the 7-year period ending on the date of the filing 

of this charge; except that if the acts constituting the 

discriminatory housing practice that is the object of the charge are 

committed by the same natural person who has been previously 

adjudged to have committed acts constituting a discriminatory 

housing practice, then the civil penalties may be imposed without 

regard to the period of time within which any subsequent 

discriminatory housing practice occurred. 

(2) In a civil action, the court, in its discretion, may allow the prevailing party, other 

than the City of Charlottesville, a reasonable attorney’s fee and costs. 

(3) Relief granted under this section shall not affect any contract, sale, encumbrance, or 

lease consummated before the granting of such relief and involving a bona fide 

purchaser, encumbrancer, or tenant, without actual notice of the filing of a complaint 

with the Director or civil action under this subchapter. 

(n) Intervention by the City 



(1) Upon timely application, the City may intervene in a private civil action if the City 

certifies that the case is of general, public importance. Upon such intervention, the 

City may obtain such relief as would be available to the City under 42 U.S.C. § 3614 

in a civil action to which such section applies. 

(o) Contracted services 

(1) In order to fulfill the requirements of this section, if the City has entered into a 

FHAP workshare agreement, the City Manager or their designee is authorized to 

contract on behalf of the City with any objective, neutral third party for the 

purpose of conducting informal dialogue or mediation with respect to resolution 

of complaints and advising the Director of the Commission of the results of such 

proceedings.  

(2) In order to fulfill the requirements of this section, if the City has not entered into 

a FHAP workshare agreement, the City Manager or their designee is authorized 

to contract on behalf of the City with any objective, neutral third party qualified 

to assess allegations of discrimination under this section for the purpose of 

receiving complaints, conducting investigations, rendering written determinations 

of whether there is reasonable cause to believe a violation of this ordinance has 

occurred, conducting informal dialogues, mediations, or conciliations of 

complaints, and advising the Director of the Commission of the results of any 

investigation, informal dialogue, mediation, or conciliation of complaints. 

 

 

Sec. 2-437.3. Investigation of individual public accommodation, credit, or private 

education discrimination complaints and issuance of findings. 

(a) Complaints and answers 

(1) The Director shall develop and implement a central intake procedure to be used 

by the Office of Human Rights for receiving and processing individual inquiries 
that allege an unlawful, discriminatory public accommodation, credit, or private 

education practice. 

(2) Upon the receipt of such inquiry, the Director or other designated professional 

staff shall conduct an initial assessment to determine if the inquiry is 

jurisdictional. The inquiry may be dismissed by the Director without further 

action if it is non-jurisdictional. 

(3) If the inquiry is not dismissed, any person claiming to be aggrieved by an 

unlawful, discriminatory public accommodation, credit, or private education 

practice may file a complaint in writing with the Office of Human Rights not 

more than 180 calendar days following the alleged discriminatory act. The 

complaint shall be in such detail as to substantially apprise any party properly 

concerned as to the time, place, and facts surrounding the alleged unlawful 

discrimination.  

(4) For complaints alleging an unlawful, discriminatory public accommodation, 

credit, or private education practice within the jurisdiction of the City, the 



Director or other designated professional staff are authorized to undertake further 
action as detailed in Sec. 2- 437.3.(b). 

(5) For inquiries alleging an unlawful, discriminatory public accommodation, credit, 

or private education practice that falls outside the jurisdiction of the City, the 

Director or other designated professional staff shall dismiss the inquiry as non-

jurisdictional and inform the aggrieved individual of the option to file with an 

appropriate state or federal agency. 

(6) If the City of Charlottesville is the named respondent in an inquiry of public 

accommodation, credit, or private education discrimination received by Office of 

Human Rights, the Director or other designated professional staff shall dismiss 

the inquiry as non-jurisdictional and inform the aggrieved individual of the option 

to file with an appropriate state or federal agency. 

(7) If a current or former City of Charlottesville Human Rights Commissioner is a 

party to an inquiry of public accommodation, credit, or private education 

discrimination received by the Office of Human Rights, and the case is 

jurisdictional, the Director may attempt to resolve the complaint through 

alternative dispute resolution. If the complaint cannot be resolved through 

alternative dispute resolution, the Director shall administratively close the case 

and inform the aggrieved individual of the option to file with an appropriate state 

or federal agency. 

(8) Upon the filing of a complaint of discrimination, the Director shall serve notice 

of the complaint on the complainant and each respondent named therein. Said 

notice shall be served in a timely manner and specify the allegation, citing the 

evidence that supports further action, advising all parties of the time limits and 

choice of forums under this ordinance, and indicating the action to be taken. 

(b) Further action 

(1) Further action for public accommodation, credit, or private education 

discrimination complaints, as authorized by this ordinance, may include informal 

dialogue, and/or investigation of the complaint. 

(2) It shall be the responsibility of the aggrieved individual to provide current and 

updated contact information to the Office of Human Rights from the date of filing 

through the completion of any further action. 

(3) If, during the process of informal dialogue, mediation, or investigation, the 

complainant does not respond to communication or requests for information 

from the Office of Human Rights for a period of thirty (30) calendar days, the 

Director shall serve written notice of pending case closure on the complainant 

stating that the case shall be administratively closed if the complainant does not 

respond within thirty (30) calendar days of the date the written notice is issued.  

(A) If the complainant responds to the notice of pending case closure within 

thirty (30) calendar days of the date the notice was issued, the case shall 

remain open. 

(B) If the complainant does not respond within thirty (30) calendar days of 



the date the notice was issued, or if the complainant responds within the 

thirty (30) calendar-day timeframe but does not respond to subsequent 

communication or requests for information for another thirty (30) 

calendar-day period, the case shall be administratively closed without 

further notice. 

(4) The complainant may, following the administrative closure of the case, re-file the 

complaint at a future date, provided that the complaint is filed within one hundred 

and eighty (180) calendar days of the alleged discriminatory event detailed in the 

original complaint. 

(5) If, during the process of informal dialogue, mediation or investigation, the 

respondent does not respond to communication or requests for information from 

the Office of Human Rights for a period of thirty (30) calendar days, the Director 

may serve written notice on the respondent that the investigation may proceed 

without the requested information and that a determination on the case shall be 

rendered upon completion of the investigation. 

(c) Alternative dispute resolution 

(1) During the period beginning with the filing of such complaint and ending with 

the rendering of a determination or a dismissal by the Director, the Director shall, 

to the extent feasible, engage in informal dialogue or mediation with respect to 

such complaint. 

(2) The Director shall propose an initial meeting between the parties for the purpose 

of exploring alternative dispute resolution of the complaint through voluntary 

informal dialogue or mediation. 

(A) For the purposes of this section, informal dialogue shall refer to a voluntary 

meeting between the complainant and respondent to explore resolution 

that does not result in a written settlement agreement. 

(B) For the purposes of this section, mediation shall refer to a facilitated 

dialogue resulting in a written settlement agreement between the 

respondent and complainant. 

(3) Nothing herein shall be interpreted as requiring any party to participate in 

informal dialogue, mediation, or any other resolution efforts. 

(4) Materials used and communications made during informal dialogue or mediation 

concerning a complaint of unlawful discrimination shall be confidential and shall 

not be disclosed to the public by the Director, the Commission, or Office of 

Human Rights staff unless disclosure is authorized in writing by all parties to the 

dispute. 

(5) If informal dialogue is concluded, the complaint shall be considered resolved 

upon the complainant’s written or verbal withdrawal of the complaint. 

(6) If the mediation is concluded to the satisfaction of both parties, the complaint 

shall be considered resolved upon the parties’ execution of a written settlement 

agreement. Unless all parties agree otherwise, the execution of a written 

agreement is solely for the purpose of settling a disputed claim and does not 



constitute an admission by any party that the law or this ordinance has been 

violated. No further action on the initial complaint shall be taken by the 

Commission or the Office of Human Rights staff once the agreement is executed. 

(7) If informal dialogue or mediation is not successful, the Director or designee shall 

conduct an investigation. 

(d) Investigation 

(1) Upon the filing of a complaint under this section, the Director shall assign an 

Investigator to make an investigation of the alleged discriminatory practice for 

the purpose of rendering a written determination as to whether there is reasonable 

cause to believe a violation of this ordinance occurred and the facts supporting 

such determination. 

(2) The Investigator shall complete such investigation within one hundred and eighty 

(180) calendar days after the filing of the complaint unless it is impracticable to 

do so. If the Investigator is unable to complete the investigation within one 

hundred and eighty (180) calendar days after the filing of the complaint, the 

Director shall notify the complainant and respondent in writing of the reasons for 

not doing so. 

(3) Statements received by the Investigator from the complainant, respondents, and 

witnesses as part of an investigation shall be under oath or affirmation and may 

be reasonably and fairly amended at any time. 

(4) When conducting an investigation of a complaint filed under this ordinance, the 

Investigator shall have the right to interview any person who may have any 

information which may further the investigation and to request production of any 

records or documents for inspection and copying in the possession of any person 

which may further the investigation. Such persons shall be interviewed under 

oath. The Director or designated subordinates shall have the authority to collect, 

inspect, and copy records under this ordinance. 

(5) If during an investigation any person refuses to comply with a request by the 

Director or Office staff to produce data, information, documents, or other tangible 

evidence or refuses to appear as a witness for the gathering of evidence necessary 

to determine whether a violation of this ordinance has occurred, the Director, 

after a good faith effort to obtain such evidence or attendance of witnesses, may 

petition a court of appropriate jurisdiction for a subpoena against any such person 

refusing to produce such evidence or refusing to appear as a witness, and such 

court may, upon good cause shown, cause the subpoena to be issued. 

(A) Said subpoenas and requests for information may be ordered to the same 

extent and subject to the same limitations as would apply if the subpoenas 

or requests for information were ordered or served as part of a civil action 

in the Commonwealth of Virginia. 

(B) For purposes of this section, “person” includes any individual, 

partnership, corporation, association, legal representative, mutual 

company, joint stock company, trust, unincorporated organization, 



employee, employer, employment agency, labor organization, joint labor-

management committee, or an agent thereof. 

(C) Neither the complainant nor the respondent shall have the right to demand 

that a subpoena be issued. 

(D) Any witness subpoena issued under this section shall include a statement 

that any statements made will be under oath and that the respondent or 

other witness is entitled to be represented by an attorney. 

(E) Any person failing to comply with a subpoena issued under this section 

shall be subject to punishment for contempt by the court issuing the 

subpoena. Any person so subpoenaed may petition the Charlottesville 

Circuit Court to quash the subpoena. 

(F) In case of refusal or neglect to obey a subpoena, the Director may petition 

for its enforcement in the Circuit Court of the City of Charlottesville. The 

Circuit Court of the City of Charlottesville will be requested to give these 

cases priority on the court docket. 

(6) Upon the conclusion of the investigation, the Investigator shall prepare an 

investigative report for submission to the Director. 

(e) Reasonable cause determination and effect 

(1) Upon completion of an investigation and submission of the investigative report, 

the Director shall render a written determination of whether there is reasonable 

cause to believe a violation of this ordinance has been committed and the facts 

supporting such determination. The written determination shall promptly be 

served on the parties. 

(2) If the Director determines that there is reasonable cause to believe that a violation 

of this ordinance has been committed, the Director shall immediately endeavor 

to eliminate any alleged unlawful discriminatory practice through informal 

dialogue or mediation. 

(3) If the complaint cannot be resolved through informal dialogue or mediation, the 

Director shall proceed with the preparation of materials for consideration by the 

Commission for the purpose of holding a vote on whether to conduct a public 

administrative hearing on the complaint. 

(4) Such materials shall include a copy of the written determination with the names 

and identifying information of the complainant, respondent, respondent’s agents, 

and any witnesses redacted. 

(5) Upon request by the Commission, the Director shall provide a copy of the full 

investigative report with the names and identifying information of the 

complainant, respondent, respondent’s agents, and any witnesses redacted. 

(6) If the Director determines that there is no reasonable cause to believe a violation 

of this ordinance has been committed, the Director shall dismiss the complaint 

and advise the complainant in writing that such dismissal shall become final 

unless, within ten (10) calendar days of receipt of the notice of dismissal, the 



complainant contacts the Office of  Human Rights to request a review of the 

determination of the Director through the Commission’s public administrative 

appeal hearing process. 

(f) Contracted services 

(1) In order to fulfill the requirements of this section, the City Manager or their 

designee is authorized to contract on behalf of the City with any objective, 

neutral third party qualified to assess allegations of discrimination under this 

section for the purpose of receiving complaints, conducting investigations, 

rendering written determinations of whether there is reasonable cause to believe 

a violation of this ordinance has occurred, conducting informal dialogues or 

mediations of complaints, and advising the Director of the Commission of the 

results of any investigation, informal dialogue, or mediation of complaints. 

 

Sec. 2-438. Interference, coercion, intimidation, or retaliation prohibited. 

(a) In accordance with 42 U.S.C. § 3617, it shall be unlawful to coerce, intimidate, threaten, or 

interfere with any person in the exercise or enjoyment of, or on account of having exercised 

or enjoyed, or on account of having aided or encouraged any other person in the exercise or 

enjoyment of, or on account of having filed a complaint of discrimination regarding any 

right granted or protected by this ordinance. 

(b) Any person experiencing such interference, coercion, intimidation, or retaliation in 

connection with a complaint of unlawful discrimination received or in process under this 

ordinance may file a retaliation complaint with the Office of Human Rights. The complaint 

shall be in such detail as to substantially apprise any party properly concerned as to the time, 

place, and facts surrounding the alleged unlawful retaliation. 

(c) Retaliation complaints shall be processed in the same manner as complaints of unlawful 

discrimination and such process shall be determined by the protected activity named in the 

original complaint to which the alleged retaliation is linked or by the protected activity in 

which the complainant was engaged and which was impacted by the alleged retaliation. 

 

Sec. 2-439.1. Enforcement authority – The role of the Commission regarding individual 

complaints of discrimination. 

(a) Administrative hearings generally 

(1) The Commission shall serve as an administrative hearing body with the authority 

to review appeals and reasonable cause determinations for complaints of 

individual discrimination received and investigated by the Office of Human 

Rights. 

(2) In complaints of housing discrimination, if the Director determines that there is 

reasonable cause to believe a violation did occur, a charge is filed, and either party 

elects to pursue judicial determination through a civil action in a court of 

competent jurisdiction, under Sec. 2-437.2. of this ordinance, the Commission 

shall not hold an administrative hearing and any proceedings in process shall 

cease. If an election is not made, the Commission shall hold an administrative 

hearing on behalf of the complainant. 



(3) If an administrative hearing is to be held, the Commission shall promptly notify 

the parties of the time, date, and location of the hearing and serve upon them a 

statement of the charges against the respondent, the Director’s summary of the 

evidence and recommended remedies, and the issues to be considered at the 

hearing. The notice and statement shall be served no later than fourteen (14) 

calendar days prior to the date of the hearing. 

(4) The Commission shall have the option to consider all of the allegations and issues 

set forth in the complaint or, in its discretion, may limit the scope of the 

administrative hearing to one or more of the allegations or issues.  

(5) Administrative hearings of the Commission may be held before the entire 

Commission or before designated hearing panels, consisting of three or more 

members of the Commission, as the Commission in its discretion may determine. 

The Chair or a Commissioner designated by the Chair shall preside over the 

hearing, which shall be open to the public. 

(6) Any Commissioner that has a conflict of interest with respect to a complaint 

brought before the Commission for an administrative hearing shall disclose the 

conflict of interest to the Chair and recuse themselves from service on the hearing 

panel for that specific complaint. A conflict of interest may exist when a 

Commissioner’s ability to exercise objective judgement could be reasonably 

questioned. The Director shall make the final determination about whether a 

conflict of interest exists,  

(7) Prior to the administrative hearing, the Director shall provide the Commission 

with a copy of the investigative report and any findings or determinations 

resulting from the investigation. During an administrative hearing, the 

Commission shall base its findings and recommendations on a review of the 

existing record and any additional evidence acquired by the Commission, at its 

discretion, through the Office of Human Rights, prior to the hearing. Neither 

party to the complaint shall be entitled to submit unsolicited written statements 

or arguments, present oral defense or documentary evidence, or conduct cross 

examinations during the administrative hearing. 

(8) Any investigative report, findings, determinations, or additional evidence 

provided to the Commission by the Office of Human Rights for purposes of an 

administrative hearing shall be redacted to remove any personal identifying 

information in accordance with Va. Code Ann. § 2.2-3800 et seq. 

(9) The Commission shall keep a full record of the administrative hearing, and such 

record shall be public and open to inspection by any person unless otherwise 

provided by any applicable law or regulations. Any party may request that the 

Commission furnish such party a copy of the hearing record and shall reimburse 

the Commission for the cost of producing the copy.  

(10) In matters where any party is represented by counsel, the office of the City 

Attorney shall provide an attorney as counsel to the Commission who will also 

assist the Director in preparing the case.  

(11) Whenever the Commission requires additional evidence to determine 



whether reasonable cause exists to believe any person has engaged in or is 

engaging in any unlawful discriminatory practice, the Commission, after a good 

faith effort to obtain such evidence or attendance of witnesses through the Office 

of Human Rights, may petition a court of appropriate jurisdiction for a subpoena 

against any such person refusing to produce such evidence or refusing to appear 

as a witness, and such court may, upon good cause shown, cause the subpoena to 

be issued.  

(A) Said subpoenas and requests for information may be ordered to the same 

extent and subject to the same limitations as would apply if the subpoenas 

or requests for information were ordered or served as part of a civil action 

in the Commonwealth of Virginia. 

(B) For purposes of this section, “person” includes any individual, 

partnership, corporation, association, legal representative, mutual 

company, joint stock company, trust, unincorporated organization, 

employee, employer, employment agency, labor organization, joint labor-

management committee, or an agent thereof. 

(C) Neither the complainant nor the respondent shall have the right to demand 

that a subpoena be issued. 

(D) Any witness subpoena issued under this section shall include a statement 

that any statements made will be under oath and that the respondent or 

other witness is entitled to be represented by an attorney. 

(E) Any person failing to comply with a subpoena issued under this section 

shall be subject to punishment for contempt by the court issuing the 

subpoena. Any person so subpoenaed may petition the Charlottesville 

Circuit Court to quash the subpoena. 

(F) In case of refusal or neglect to obey a subpoena, the Commission may 

petition for its enforcement in the Circuit Court of the City of 

Charlottesville. The Circuit Court of the City of Charlottesville will be 

requested to give these cases priority on the court docket. 

(12) The Commission shall have the authority to grant relief, as permitted 

under Virginia law, or to issue recommendations for appropriate remedies, for 

complaints reviewed during an administrative hearing. If, after the hearing, the 

Commission determines by a preponderance of the evidence that the respondent 

has committed or is committing the alleged violation(s) of this ordinance, the 

Commission shall state its findings in a written resolution and may issue 

recommendations, to be served promptly on the parties. Such recommendations 

may include:  

(A) the pursuit of remedies through alternative dispute resolution. 

(B) a referral to the City Attorney for the consideration of potential civil 

action. 

(C) notice to the respondent to cease and desist from such violation(s) and to 

take such action as may be authorized by law to effectuate the purpose of 



this ordinance, including but not limited to the payment by respondent of 

compensatory damages to any person or persons found by the 

Commission to be so entitled by reason of the violation(s) of this 

ordinance, or the placement or restoration of any person in or to such 

status in which the Commission finds they would be but for respondent's 

violation(s) of this ordinance. 

(13) If, after receiving the evidence presented at the administrative hearing, the 

Commission finds that the respondent has not engaged in the alleged violation(s) 

of this ordinance, the Commission shall state its findings in a written resolution 

and shall dismiss the complaint. Prompt notice of such action shall be given to 

the parties, and such dismissal shall be final. 

(14) Nothing herein shall be construed as authorizing the Commission to 

award damages or grant injunctive relief. 

(b) Administrative appeal hearings for determinations of no reasonable cause  

(1) The Commission shall serve as a due process appellate body with the authority to 

hear appeals of determinations of no reasonable cause rendered by the Director on 

complaints of individual discrimination received and investigated by the Office of 

Human Rights. 

(2) If the Director determines that there is no reasonable cause to believe a violation 

of this ordinance has occurred, the Director shall dismiss the complaint and advise 

the complainant in writing that such dismissal shall become final unless, within 

ten (10) calendar days of receipt of notice of the dismissal, the complainant 

contacts the Office of  Human Rights to request a review of the determination of 

the Director through the public administrative appeal hearing process. 

(3) On written petition of the complainant, the Commission shall hold 

(4) an administrative appeal hearing to review the Director’s conclusion and shall 

either overrule or affirm the finding of no reasonable cause.  

(5) If, at the conclusion of an administrative appeal hearing, the Commission 

determines by majority vote that reasonable cause exists, it shall prepare a written 

resolution that includes a summary of the evidence upon which the reversal of the 

Director’s finding is based and recommendations for further action. The Director 

shall serve notice on both parties of the Commission’s finding and pursue 

appropriate further action, per the Commission’s resolution. 

(6) If, at the conclusion of an administrative appeal hearing, the Commission 

determines by majority vote that no reasonable cause exists, it shall prepare a 

written resolution upholding the Director’s dismissal of the complaint, and such 

dismissal shall be final. 

(c) Administrative hearings for determinations of reasonable cause 

(1) If the Director determines that there is reasonable cause to believe a violation did 

occur and either party declines to participate in alternative dispute resolution, or 

if such efforts are attempted but unsuccessful, the Director shall prepare a written 

summary of the evidence on which the determination of reasonable cause is based 



and shall recommend appropriate remedies for the discriminatory actions in a 

report to the Commission. 

(2) For determinations of reasonable cause regarding complaints of employment, 

public accommodation, credit, or private education discrimination, the 

Commission shall determine by majority vote whether to hold an administrative 

hearing on the complaint. The Commission shall base its determination on its 

judgment as to how enforcement of this ordinance would be best served. If the 

Commission determines not to hold an administrative hearing, it shall either 

dismiss the complaint or take such action as it deems appropriate and consistent 

with the purposes of this ordinance and the powers of the Commission hereunder.  

(3) For determinations of reasonable cause regarding complaints of housing 

discrimination, the Commission shall proceed with an administrative hearing on 

behalf of the complainant if neither party elects to pursue judicial determination 

through a civil action in a court of competent jurisdiction. 

 

Sec. 2-439.2. Enforcement authority – Court enforcement regarding individual 

complaints of employment, public accommodation, credit, or private education 

discrimination. 

(a) If the Commission finds that a respondent has committed a violation of this ordinance 

and determines that appropriate remedial measures have not been taken, the Commission, 

through the City Attorney, and subject to approval by the City Council, may file an 

appropriate action in any court of competent jurisdiction to prove, de novo, that the 

respondent violated this chapter; secure compliance with this chapter; and/or obtain 

appropriate relief available under any applicable federal or state statute or regulation 

including, but not limited to an award of injunctive relief, compensatory and / or punitive 

damages and a recovery of costs and attorney's fees for any person, including the City, 

injured as a result of a violation of this chapter. 

(b) If the City Council approves the institution of any proceeding in court, the proceeding 

shall be brought in the name of the City Council and the Human Rights Commission of 

the City of Charlottesville. 

 

Sec. 2-440. Confidentiality. 

It shall be unlawful for any Commissioner, officer, employee, contractor or staff member of 

the Commission or Office of Human Rights to disclose or make public any complaints, 

investigative notes, or other correspondence and information furnished to the Commission or 

its staff in confidence with respect to a complaint, an investigation, or alternative dispute 

resolution process involving an alleged unlawful discriminatory practice. A violation of this 

section shall be a Class 3 misdemeanor. 

 

Sec. 2-441. Annual Report. 

The Commission shall make an annual comprehensive report to City Council that outlines its 

efforts during the preceding year in the areas of identifying and addressing systemic or 

institutional discrimination; processing individual complaints of unlawful discrimination; and 

facilitating community dialogue regarding issues of human rights. The report shall also outline 



the Commission’s work plan for the ensuing year, which shall be subject to approval or 

modification by City Council. 

Sec. 2-442. Severability. 

The provisions of the Article are severable, and if any provision, sentence, clause, section or 

part thereof is held illegal, invalid, unconstitutional, or inapplicable to any person or 

circumstance, such illegality, invalidity, unconstitutionality, or inapplicability shall not affect 

or impair any of the remaining provisions, sentences, clauses, sections or parts of this Article, 

or their application to other persons or circumstances. It is hereby declared to be the legislative 

intent that this Article would have been adopted if such illegal, invalid, or unconstitutional 

provision, sentence, clause, section, or part had not been included therein, and if the person or 

circumstances to which the chapter or any part thereof is inapplicable had been specifically 

exempted therefrom. 

Sec. 2-443. No waiver of other legal rights. 

(a) Any person who is aggrieved by an unlawful discriminatory practice may bring an

appropriate action in a court of competent jurisdiction, including but not limited to a judicial

review of a final decision made by the Commission or Office, as provided for by any other

applicable law.

(b) Nothing in this Chapter shall prevent any person from exercising any right or seeking any

remedy to which the person might otherwise be entitled; nor shall any person be required to

pursue any remedy set forth herein as a condition of seeking relief from any court or other

agency, except as is otherwise provided by applicable Virginia or federal law.
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INVESTIGATIVE SUMMARY 

 V.  OHR Case No. 

2025-2 

The names of the Complainant, respondents, witnesses, and affiliates of each have been replaced 
with the following labels to minimize redaction when this report is disclosed to parties to the 
complaint: 

• Complainant:  
• Respondent Company:  
• Respondent Affiliate 1:  
• Respondent Affiliate 2:  
• Witness 1:  
• Witness 2:  
• Witness 3:  
• Witness 4:  
• Witness 5:  

Throughout the investigative summary, parenthetical citations are used to indicate the specific 
source of facts: 

• The letter refers to the tabbed section of the investigative report in which the 
document can be found. 
• The number refers to the specific document within the tabbed section. 
• Additional detail is included, as needed, to refer to specific parts of a cited 
document. 

Example: (E1, page 2, paragraph 3, line 4) refers to line 4 of paragraph 3 on page 2 of 
document 1 in section TAB E. 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 
ISSUES ACCEPTED FOR INVESTIGATION 

1. Whether  discriminated against  on the basis of race 
in employment by subjecting her, from August 2024 to December 2024, to a hostile work 
environment characterized by the intentional mispronunciation of her name, speculative 
and intrusive comments about her racial background and family, stereotypical remarks 
targeting her race, and differential treatment by her supervisor, who ignored her professional 
inquiries, yelled at her, and ostracized her within the workplace. 

2. Whether  retaliated against  on the basis of race in 
employment when on December 10, 2024, Ms.  was terminated without prior 
warning or adherence to the company’s disciplinary policy, after reporting workplace 
harassment and violations of company policies to Human Resources. 

 
 
 
  
TIMELINESS 
The complaint was filed within the 180-day statutory window for employment-related 
discrimination under the Charlottesville Human Rights Ordinance. The final alleged act 
(termination) occurred on December 10, 2024, and the complaint was filed 51 days later. 

• Dates of Alleged Discriminatory Events: Complainant alleges that the 
discriminatory and retaliatory conduct occurred between August 2024 and 
December 10, 2024, the date of her termination. 

• Date of Intake Questionnaire Submission Filing: December 17, 2024 (A2). 
• Date of Complaint Filing: January 30, 2025 (A4) 
• Date of Notice of Investigation: Notices were issued to both parties on February 3, 2025 

(B1 & B2). 
• Alternative Dispute Resolution (ADR): 

o Complainant declined mediation during intake, but the offer was included in the 
Notice of Investigation (A4, p. 4). 

o Respondent company formally declined ADR on February 21, 2025 (C1). 
• 180-Day Notification: Notices were issued to both parties on July 29, 2025 (B4 & B5).  
• Date investigation concluded: September 11, 2025. 



SUMMARY OF EVIDENCE 

The issues investigated in this case are organized by the model of proof for harassment and 
retaliation. Each issue is evaluated based on the elements of that model, with evidence presented 
from both the Complainant and respondent perspectives. The issues are separated by protected 
class, with a summary of the evidence related to each element of the model of proof. 

Complainant alleges that she was subjected to a hostile work environment and retaliated against 
for engaging in protected activity (A4, p. 8). The final alleged act of discrimination was her 
termination on December 10, 2024 (E1, p. 1). Respondent Company employed Complainant from 
August 2024 until her termination (A4, p. 2). The termination letter, dated December 9, 2024, was 
signed by Respondent Affiliate 1, Human Resources Director, and cited failure to meet 
performance expectations and to follow verbal coaching from Witness 2 as the basis for dismissal 
(E1, p. 1). Complainant was informed of her termination the following day when she reported to 
work (E18, p. 2, ln. 24–25). 

At the time of the events described in the complaint: 

• Respondent Affiliate 1 (White) was the Human Resources Director (E19, p. 1, ln. 2; E25). 
• Respondent Affiliate 2 (White) held supervisory responsibilities over certain 

nursing staff (E21, p. 1, ln. 1; E25). 
• Witness 1, (African American) served in a short-term placement as Interim Director for the 

Nursing Department from October 15, 2024, to December 6, 2024 (E22, p. 1, ln. 2–3). 

• Witness 2 (White) held a floor staff role (E20, p. 1, ln. 2; E25). 
 
 
 Issue 1 
Whether  discriminated against  on the basis of race in 
employment by subjecting her, from August 2024 to December 2024, to a hostile work 
environment characterized by the intentional mispronunciation of her name, speculative and 
intrusive comments about her racial background and family, stereotypical remarks targeting her 
race, and differential treatment by her supervisor, who ignored her professional inquiries, yelled at 
her, and ostracized her within the workplace. 
 
 
Issue 1, Element 1: Individual was subjected to unwelcome comments or conducted based 
upon her protected class status. 



• Complainant identifies as a Black woman (A4, Pg. 3) and testified that she was subjected 
to unwelcome conduct based on her race during her employment as a Licensed Practical 
Nurse (LPN) from August to December 2024 (E18, p. 1). 1) (A2, p. 3). 

• Complainant testified to several incidents of unwelcome conduct: 
o Complainant testified that Witness 2, and other coworkers often intentionally 

mispronounced her name as a form of mockery, despite having previously 
demonstrated the ability to say it correctly. She stated this was particularly an 
issue with Witness 2 (E18, p. 1, ln. 6 & 7). 

o Complainant also reported "speculative and intrusive comments" about her racial 
background and family, and "stereotypical remarks targeting her race," such as 
assumptions about her music preferences (A2, p 3; A4, p. 8). 

o Complainant reported that a resident at the facility repeatedly used the phrase 
"Black baby" in her presence, which she believed was encouraged by staff members 
(A4, p. 8). 

o Complainant also alleged that Witness 2 treated her differently by ignoring 
her professional inquiries, yelling at her, and isolating her in the workplace (A4, 
p. 8) 

• Respondent Company denies receiving any formal complaints from the Complainant 
regarding name mispronunciation, racial comments, or stereotyping (E7, p. 1). 
Respondent Company asserts that it has a ‘zero policy’ for employee harassment and 
that any reported issues would have been addressed. (E7, p. 1). Respondent Affidavit 2 
notes that she received no complaints of discriminatory remarks or bullying from other 
staff members based on race since she began her role in September 2024 (E7, p. 1). 

o Complainant testified that she did not bring the name mispronunciation 
directly to HR (E18, p. 1, ln. 4 & 9). 

o Witness 2 testified that she did not intentionally mispronounce the Complainant’s 
name and was confident in the correct pronunciation (E20, p. 1, ln. 6). 

Issue 1, Element 2: The conduct resulted in a tangible job action or was sufficiently severe or 
pervasive to interfere with the individual’s work performance to create a hostile environment. 

• Complainant alleges that the hostile work environment contributed to her termination. 
She stated that the combination of hostile comments, being ignored and ostracized by 
Witness 2, and the overall "toxic environment" made her feel "unwelcome and 
targeted," which "hindered her ability to do her job" (A4, p. 8). 

• Complainant testified that the hostile work environment affected her ability to perform 
her job duties, as she was left responsible for medication administration, charting, 
patient feeding, and hygiene, while other staff members were allowed multiple breaks 
(E18, p. 1, ln. 5). 

• She further testified that Witness 2, would treat her differently by not answering her 
questions about patient care, ignoring her, and later yelling at her (E23, p. 1, ln.6). 
Respondent Company disputes this, asserting the termination was due to performance 
issues, which will be further detailed under Issue 2, Retaliation (E7, p. 2, pa. 2). 

• In an email on October 16, 2024, Complainant communicated her sentiment that she did 
not have to work at Respondent Company if it was going to be a conflict, stating that while 
she enjoyed patient care, she would be willing to resign to avoid the conflict. She further 



detailed her feeling that she could not perform her best work in an uncomfortable 
environment, expressing a desire not to be rushed and to be confident that her job was 
completed correctly (E17, p. 31). 

Issue 1, Element 3: Basis exists for holding the respondent liable for harassment. 
• Complainant stated that she raised concerns about her workload, patient safety, and how 

staff handled their duties. Still, she did not receive a resolution (E18, p. 1, ln. 5). She 
testified that she "emailed and spoke with Respondent Affiliate 1 about these issues 
multiple times" (23, p. 1, ln. 2). She also states that she expressed feeling uncomfortable 
at work. The general response from Respondent Affiliate 1 was that “it’ll be okay,” “we’ll 
figure it out,” and “we’re weeding the bad people out” (E23, p. 1, ln. 3).

o In a September 17, 2024, email, Complainant raised concerns about scheduling 
communication to Respondent Affiliate 1 (E17, p. 12). In an October 6, 2024, email, 
she reported that med techs were working outside their scope of practice and 
raised other safety concerns (E17, pp. 29–30).

o On October 16, 2024, Complainant emailed Respondent Affiliate 1 about a dispute 
with Witness 3 and expressed frustration that others believed she was reporting 
them to HR. She also voiced her frustration that "everyone thinks I reported 
someone" and that she disliked "running to HR," but felt obligated to do so because 
of the unprofessional environment (E17, pp. 7-9).

• Witness 1 recalled Complainant complained about staff in the HR Director's office. She told 
her to return to her unit and that, as a nurse leader, it was her responsibility to hold other 
staff accountable (E22, ln. 7).

• Respondent Affiliate 2 stated that Complainant would express dissatisfaction in 
unprofessional ways, such as passing handwritten notes during morning meetings in front of her 
peers. She often repeated statements like "every day can't be a bad day," but did not 
elaborate or provide specific concerns (E21, p. 1, ln.7). Witness 1 also attests to 
Complainant giving a note to an administrator at a clinical meeting that stated "every day 
can't be a bad day. Leave it at the door" (E22, p. 2, ln. 20). Respondent Affiliate 2 testified that 
herself, and Witness 1 advised Complainant on the proper and professional channels for 
raising concerns (E21, p. 1, ln. 8).

• Respondent Affiliate 1 acknowledged that Complainant raised informal concerns about 
coworker behavior (E19, p. 3, ln. 29) but also noted that another employee reported being 
harassed by Complainant. That report was informally addressed, and the Complainant was 
later transferred to a different unit to separate the parties (E19, p. 3, ln. 31; E21, p. 3, ln. 
30).

o An internal investigation report dated October 16, 2024, describes a dispute 
between the Complainant and a coworker, Witness 3 (E15). The report was initiated 
by Witness 3, who contacted HR. Complainant also submitted an email to 
Respondent Affiliate 1 detailing the incident (E17, pp. 7-9). In an email to the 
investigator dated June 3, 2025, Complainant stated that no follow-up meeting or 
discussion about the incident occurred (E17, p. 6).

o Respondent Company also provided an employee statement from Witness 4, dated 
March 19, 2025, detailing a separate incident of alleged harassment and bullying by 
Complainant (E7, p. 4).

 Respondent Affiliate 1 stated that Complainant had raised informal



concerns about a co-worker's behavior, specifically Witness 4. However, 
Witness 4 reported being harassed by Complainant and declined to submit 
a formal complaint due to fear of retaliation by Complainant (E19, p. 3, ln. 
29). Respondent Affiliate 2 also attests that this individual reported 
bullying by Complainant but declined a formal investigation due to fear of 
retaliation by Complainant. As a result, Complainant was transferred to 
Long-Term Care to separate the parties (E21, p. 3, ln. 30). 

• Complainant stated that she did not directly bring up her feelings concerning cultural
insensitivity or racial comments about her name to Respondent Affiliate 1 (E23, p. 1, ln. 5).
In an October 16, 2024, email, sent to Respondent Affiliate 1 she explained, "it’s a lot that
happens and I do not report bc I do not want to bother you. I know your busy" (E17, p. 9).



Issue 2 
Whether  retaliated against  on the basis of race in 
employment when on December 10, 2024, Ms.  was terminated without prior warning or 
adherence to the company’s disciplinary policy, after reporting workplace harassment and 
violations of company policies to Human Resources. 

Issue 2, Element 1: Complainant opposed what she reasonably and in good faith believed to be an 
unlawful employment practice. 

• Complainant testified that she reported several workplace issues she believed violated
company policy and professional standards. Specifically, she stated that medical
technicians were working outside their scope of practice (A2, p. 5). In an October 6,
2024, email, she reported that med techs were “putting in orders and sending orders to
pharmacy,” saving half-pills, and performing “wound care or dressing changes” (E17, p.
29).

• Complainant also expressed discomfort about being asked to administer medication early.
In a voice memo, she stated, “I’m not comfortable doing that, and I’ve been spoken to
before, and I know how particular they are, and I don’t want to receive a write-up or
something in the office” (E24, p. 1).

Issue 2, Element 2: Respondent subjected the Complainant to adverse treatment. 
• Complainant’s employment was terminated on December 10, 2024. She claims this

occurred without prior warning or adherence to the company's disciplinary policy (A1,
p. 2; A2, p. 3). The termination letter dated December 9, 2024, cited failure to adhere to
the Respondent Company’s standards of care (E1, p. 1).

• Respondent Company asserts that the termination was based on repeated medication
errors, attendance issues, and reported concerns about bullying. Respondent Company
states that its disciplinary policy allows for immediate termination depending on the
seriousness of the offense (E7, pp. 2-3).

• Respondent Company cites three advisories, Exhibits E12, E13, and E14, as evidence of
their adherence to the progressive disciplinary policy:
o Exhibit E14: Complainant received her first documentation of advisory for

medication errors on September 28, 2024. The advisory was signed by HR
Director, Respondent Affiliate 1, and Complainant, indicating that the
Complainant failed to administer Tylenol on September 6th and 7th, and
Gabapentin on September 24th and 26th (E14, p. 1). Both Complainant



and Respondent Affiliate 1 also testified in their affidavits that a sit-down meeting 
took place to discuss this advisory, and Complainant was given the opportunity to 
sign and provide a rebuttal (E18, p. 3, ln. 34; E21, p. 2, ln. 16- 18). 

o Exhibit E12: Complainant received her second documentation of advisory dated
November 15, 2024, for a medication error that occurred on November 3, 2024 (E12,
p. 1). This documentation was signed by Witness 1 (E22, p. 2, ln. 15). Witness 1
states that she administered this advisory documentation on November 15 for the
medication error (E22, p. 1, ln. 1). The medication error involved a Gabapentin dose
that was signed as given in the EMAR but was not signed out on the controlled
record (E22, p. 2, ln. 15). Witness 1 was unable to present the documents directly to
Complainant because she was out of the office on December 6, 2024 (E22, p. 1, ln.
11-12), which was Witness 1’s last day. This date reflects the day Witness 1 signed
the advisory documentation (E12, p. 1).

 Witness 1 also states that she "circled back" with Respondent Affiliate 1,
who told her that Complainant had refused to sign the forms. Witness 1
notes that this refusal was not documented on the forms, as is standard
procedure. (E22, p. 1, ln. 14) Witness 1 also stated that this situation was
different from her usual practice of delivering disciplinary actions in a
meeting with the employee and a witness, as it was "overshadowed by [her]
impending departure" (E22, p. 2, ln. 16).

o Exhibit E13: Complainant’s final documentation of Advisory dated December 5,
2024, cited a "Pattern of Absenteeism" (E13, p. 1). According to Witness 1, this
advisory was the result of two absences: an early departure on November 26th that
Complainant claimed was to avoid workplace "drama," and a subsequent call-out
on December 4th after she had pre-approved leave for a school meeting (E22, p. 3
ln. 25-26). This advisory was administered by Witness 1, who also attested that she
signed off on the advisories on December 6, 2024 (E22, p. 1, ln. 11) and claimed
that Complainant had refused to sign them (E22, p. 1, ln. 14).

• Complainant attests that she never received a written warning, but she does acknowledge
that in September 2024, she had a sit-down meeting about a medication error (E18, p. 3,
ln. 32-33). She also claims that she refused to sign the counseling form (E18, p. 3, ln. 34),
but her signature appears on the documentation of advisory (E14, p. 1).

• Complainant shared her version of her absences, explaining that she emailed Witness 1 on
November 26, 2024, to inform her she was leaving early to avoid "drama" over the
schedule (E2, p. 53). She claims her absence on December 4, 2024, was not a "no-call, no-
show" because she informed them of her absence "over 24 hours in advance" (E23, lines
10, 11, 13). Emails from September 17, 2024, and October 1, 2024, demonstrate that she
communicated with management regarding scheduling and coverage concerns (E17, pp. 11-
12). Complainant also describes an incident on November 21st where she had to work past
7:30 pm to administer medication on time after the on-call nurse and Witness 1 "refused"
to take the keys or relieve her (E17, p. 217). She worked 15 hours straight that day (E17, p.
220), and with her knee hurting and feeling exhausted, she called out the next day. She
believed it was "understood and agreed upon" that she would not need to work her next
shift, considering the long hours she had already worked (E17, p. 195). She also states that
her first sign-on bonus was "deferred and pushed back" and was not included in that week's



paycheck, which she saw as a "punishment" for her absence (E17, p. 195). Respondent 
Affiliate 2 testified that Complainant's attendance was a "recurring concern" and that, 
despite efforts to accommodate her schedule, she "failed to appear for shifts" (E21, p. 2, 
lines 23-24). Respondent Affiliate 2 added that she was unaware of the exact number of 
"no-call/no-show" instances, but Witness 1 reported these to her multiple times (E21, p. 2, 
lines 23-24). 

November Absence: Witness 1 stated that on November 11, 2024, she asked Complainant to 
stay until 8:30 p.m. to cover a med pass due to a call-off, and Complainant initially agreed 
(E22, p. 3, ln. 26). The following morning, Witness 1 received a text from Complainant stating 
she could not come to work for her scheduled 7:00 a.m. shift because she had worked late, 
and her legs were hurting. This call-off was considered an absence (E22, p. 3, ln. 26). 
Complainant claims she explicitly told Witness 1 and Respondent Affiliate 1 that she would 
not be able to work the next day because she had been working 15-16 hours and had a pre-
existing knee injury. She also claims she did not receive any communication, emails, 
paperwork, or phone calls about this absence after returning to work on November 15 (E23, 
p. 2, ln. 10). Complainant’s timecard notes a "CALLOUT" on November 12 and 13.80 hours
worked on November 11 (E9, p. 1). Witness 1 testified that she only asked Complainant to
stay an extra hour because she knew Complainant was scheduled to work the next day.
When Complainant did not show up the next day, Witness 1 considered this a call-off and an
absence (E22, p. 3, ln. 26).

December Absence: On Wednesday, December 4, 2024, Complainant texted Respondent 
Affiliate 1 to request a day off for an urgent school matter, stating, "I don't want to have to call 
out" (E17, p. 16). The text exchange shows Respondent Affiliate 1 replying, "I spoke with 
[Witness 5], and if you can work tomorrow until 11 a.m., she will have coverage for the rest of 
the day" (E17, p. 16). Complainant’s timecard indicates that on December 5, she did not clock 
in and was covered by "11.50 PTO FT" (E9, p. 3). Complainant states this was not a "no-call, no-
show" and that she had notified them "over 24 hours in advance" (E23, p. 2, ln. 13). 
Respondent affiliate 1 states that in November 2024, Complainant was granted a schedule 
modification to care for her daughter. She agreed to work a partial shift but did not report to 
work that day, causing operational disruptions (E19, p. 2, ln. 21). 
• Respondent Affiliate 2 testified that Complainant’s attendance was a "recurring concern"

and that despite efforts to accommodate her, she "failed to appear for shifts" (E21, p. 2, ln.
23). The employee handbook states that "excessive absences" are grounds for termination
(E16, p. 42-43). Respondent Affiliate 1 states that being on a PIP and continuing
performance or attendance issues is grounds for termination, even without exhausting all
progressive steps (E19, p.2, ln. 22).

Issue 2, Element 3: There was a causal connection between the individual’s protected activity and 
the adverse action. 

• Complainant’s termination date is December 10, 2024 (B1, p. 2). The termination letter 
dated December 9, 2024, was signed by Respondent Affiliate 1, Human Resources Director 
(E1, p. 1). The letter cites failure to adhere to the Respondent Company standards of care 
and heed the verbal coaching from Witness 1 as the basis for the decision (E18, p. 1, ln. 
25). Respondent affiliate 1 stated that the termination letter was prepared and signed on 
December 9, 2024, following a voicemail she received from Witness 1 recommending



termination (E19, p. 2, ln 18). According to Respondent Affiliate 1, Complainant was 
informed of the termination the next day, December 10, when she reported to work (E18, 
p. 1, ln. 22). 

o Complainant states that she had not received prior warnings or disciplinary action 
related to the cited performance issues (E18, p. 3, ln. 32). 

• On December 9, 2024, Complainant emailed two colleagues to clarify whether a patient 
could be served a grilled cheese sandwich. (E5, p. 1). The following day, after her 
termination, Complainant emailed a coworker stating she believed she had been 
terminated for “breaching HIPAA” by asking about the grilled cheese and was told she had 
sent “too much information” to the Clinical Team (E6, p. 2). Respondent Affiliate 1 stated 
that this incident “did not factor into [the Complainant’s] termination” and that the 
decision had already been made based on performance concerns (E19, p. 3, ln. 35). 

• On November 21, 2024, Complainant sent an email to the Clinical Team summarizing a 
hospice nurse’s visit and stating that the resident “is able to self- pleasure” and should be 
given privacy unless exhibiting behavior toward staff. Witness 1 responded by thanking the 
Complainant and advising that such private information should be limited to staff who 
need to know (E3, p. 1). Respondent Affiliate 1 stated that the email was considered a 
HIPAA violation because it disclosed sensitive information to the entire Clinical Team, 
including non-clinical staff, and should have been directed to Witness 1 (E19, p. 2, ln. 24-
26). 

• In an email dated December 10, 2024, Complainant also raised concerns about a 
potential conflict of interest, stating in an email to Respondent Affiliate 1, and another 
colleague that she had witnessed Witness 2, "kissing another staff member," and 
reported it to prevent future retaliation (E6, p. 1; E17, p. 2). 

• Complainant wrote to the investigator that after working extended hours on November 
11, 2024, and not returning the next day due to exhaustion, she did not receive her sign-
on bonus (E17, p. 20). She stated in this email that she felt the bonus was “pushed back 
like some sort of retaliation” for refusing to administer medications early (E17, p. 22). In a 
November 14, 2024, email, Respondent Affiliate 1 informed Complainant that the bonus 
had been deferred to the next pay period because of a payroll system glitch (E17, p. 21). 

• Complainant described a work environment where coworkers targeted her after reporting 
concerns to Human Resources. She testified that those coworkers referred to her as 
someone who “always runs to HR.” In one incident, she recounted a confrontation with 
Witness 3, who allegedly stated, “nobody likes you at the job” and accused her of causing 
problems (E17, pp. 7–8). 

o Complainant also expressed concern that her identity was not kept confidential 
by Human Resources. She stated that she believed HR had disclosed her reports 
to other staff, contributing to increased hostility from colleagues and supervisors 
(E17, p. 23). 

o In contrast, Respondent Affiliate 1 testified that she did not know any staff 
referring to the Complainant as a “snitch” (E19, p. 1, ln. 8). 

• Respondent Company asserts that the termination was based on documented 
performance concerns, including medication errors and attendance issues, consistent 
with the company’s disciplinary policy (E16, p. 1-3). The employee handbook states that 
the Progressive Discipline Policy does not guarantee that all steps will be followed, and 



that management reserves the right to proceed directly to termination depending on the 
circumstances (E16, p. 22). Respondent Company also notes that Virginia is an “at-will” 
employment state, a condition acknowledged by Complainant upon hire (E11). 

• Complainant, who identifies as African American women, claims her termination was 
retaliatory and connects it to several specific incidents that happened in the weeks before her 
dismissal. While she considers these events as factors, the incidents she she mentions- such 
as HIPAA-related concerns, a witnessed relationship, disciplinary actions, and absences, they 
are not directly linked to her protected class.  

 
 
SUMMARY OF RELIEF SOUGHT BY COMPLAINANT 

Complainant was unaware of a remedy or solution (A2, p. 3). 

 

 





  

 

    

   

       

       

       

       

   

         

         

        

   

   

   

         

   

   

       

        

       

       

         

       

      

         

   

           

   



        

        

        

        

   

    

     

       

      

       

   

    

    

    

           

       



 

 

 

 

 

 

Tab A– Intake 

 

 



 

 

 

 

 

 

Exhibit No.: A-1 

Intake QuesƟonnaire  

Date: December 17, 2024 

 







 

 

 

 

 

 

Exhibit No.: A-2 

Intake Report  

Date: December 19, 2024 

 

 





  

  

    

   
 
   

    
     

    

  

   
 

   

     

   

 

       

      

        

   

           

         
         

         

         
          

  

         

            
        

           
         

        
          

 

   

 

                

           

          

                

                

                

            

            

                 
               

               

 



                    

              

                     
                    

                   
    

  

            

              

 

                    
  

         
                 

           

            

              

               
   

          
                 

             

  

    

     

                 

              

             

            

  

       

 

 



               

              
 

            
       

             

        

          
        

                
               

        

                  

             

     

              

            
 

          
          

              

            
  

             
 

 

               

  

             

  

                   

  

          

  

   

       

 

               

                
 

 



           

           

            
               

                   

        

           

    

                 
             

             

     

               

        

         

              

         
             

              

      

                

   
               

            
            

     

             
 

 

               

   

             

   

                   

  

          
  

   

    

              

         

 





 

 

 

 

 

 

Exhibit No.: A-3 

JurisdicƟon Assessment 

Date: January 16, 2025 

 

 



     

   
 

 

   
    

   

   

  

              
        

           
           

       
             
          

          
          

          
         

       
           

           
          

 

               
               

               
             

             
     

               
           

              
          



While the aggrieved individual did not express interest in alternative dispute resolution, 
the notice shall still include an offer for both parties to participate in informal dialogue or 
mediation as a means of resolving the complaint, as this remains an option throughout 
the investigation.
 

 



 

 

 

 

 

 

Exhibit No.: A-4 

Complaint Form 

Date: January 30, 2025 

 

 











 

  

 
 
    
 
 
 

  

 
 

   
 
 

 

  

   
       

 
  

 
 
    

 
 

 
  

 

 
    
  
 

  

 
    
 
 

 

  

 
 
    
 
 

 

                 

 
  



 

  

         
                    

   

    
 
            
 
 
 

                      

  

    
 
            
 
 
 

             
 

  

    
 
            
 
 
 

 
 

     



 
                  

                     
                      

   

                

                  
    
            
                
                   
               
        
                 
              

                     
                        

         

        

     

    

     

    

    

    

     

    

  

 







 

 

 

 

 

 

Tab B 

Correspondence  

 

 



 

 

 

 

 

 

Exhibit No.: B-1 

Complainant NoƟce of InvesƟgaƟon 

Date: February 09, 2025 

 

 









 

 

 

 

 

 

 

Exhibit No.: B-2 

Respondent NoƟce of InvesƟgaƟon 

Date: February 03, 2025 

 

 









 

 

 

 

 

 

 

Exhibit No.: B-3 

Request for Response & SupporƟng Documentary 
Evidence 
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This process helps assess the credibility of the information provided by both parties. Respondents 
are encouraged to submit a clear, concise, and well-supported response. A strong response should 
address the allegations directly, provide relevant details, and include supporting documentation. 

 

• Provide a description of the organization, including legal name, address, primary business 
function, and contact information for the responsible party. 

• Address each alleged discriminatory act, stating the respondent’s position and providing 
supporting documents, such as emails, policies, witness statements, or any other relevant 
materials. 

• Include applicable policies, procedures, or practices relevant to the complaint. As an 
example, for employment complaints, include employee handbooks, training materials, 
and workplace guidelines. For housing complaints, include lease agreements or other 
policies provided to the tenant.  

• Identify individuals similarly affected by these practices and explain any differences in 
treatment. As an example, for employment complaints, specify the roles and employment 
histories of other individuals working there.  

• Provide names, roles, and direct involvement of decision-makers in the matter. As an 
example, for employment complaints, include business owners, supervisors, and HR 
representatives. For housing complaints, include property owners and mangers. 

• Specify detailed timelines, including dates, actions taken, communications exchanged, and 
locations relevant to the complaint. 

• Submit internal investigative records, grievance hearing reports, prior complaints related 
to similar issues, and any corrective actions taken by the organization. 

Confidentiality Guidelines:  

The response should avoid including sensitive personal information that is not relevant to the 
complaint. If such information is necessary, it should be provided in separate attachments clearly 
marked as confidential. The following should be redacted or provided in separate confidential 
attachments: 

• Sensitive medical information 

• Social Security numbers 

• Non-relevant personally identifiable information of witnesses, comparators, or third parties 
(e.g., home addresses, personal phone numbers, and birth dates in non-age discrimination 
cases) 
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Failure to Respond: 

Pursuant to Sec. 2-437.1 (b)(5) of the Charlottesville Human Rights Ordinance, if a respondent 
fails to respond to communication or requests for information from the Office of Human Rights 
for a period of thirty (30) calendar days, the Director may proceed with the investigation without 
the requested information. A determination on the case will be made based on the available 
evidence, which may result in an adverse inference against the non-responsive party. 

Pursuant to Sec. 2-437.1 (5) of the Charlottesville Human Rights Ordinance, if a person refuses to 
provide requested information, documents, or testimony necessary for an investigation, the 
Director, after making a good faith effort to obtain compliance, may petition a court for a subpoena. 
If the court finds good cause, it may issue a subpoena compelling the person to produce the 
requested evidence or appear as a witness. Failure to comply may result in legal enforcement 
measures. 

 
Alternative Dispute Resolution:  

At any point during the investigation process, either party may request the opportunity to resolve 
the issue through alternative dispute resolution, which may include informal dialogue, mediation, 
and/or conciliation, depending on the nature of the complaint. Informal dialogue and conciliation 
are facilitated by Office of Human Rights staff. For mediation services, the City of Charlottesville 
offers professional, third-party facilitation through Resolute Mediation & Arbitration, Inc. All 
alternative dispute resolution services are provided at no cost to the complainant or respondent. 

For questions or additional information, please contact the Office of Human Rights at 
chatmanc@charlottesville.gov or (434) 962-2586. 

 



 

 

 

 

 

 

 

Exhibit No.: B-4 

180-day noƟficaƟon—C 

 

 





 

 

 

 

 

 

 

Exhibit No.: B-5 

180-day noƟficaƟon—R 

 

 



CITY OF CHARLOTTESVILLE
To be a place where everyone thrives

Office of Human Rights
P.O. Box 911
Charlottesville, Virginia 22902
Telephone: 434-970-3023
www.charlottesville.gov 

July 29, 2025

 

 
Via USPS and email to 

Case 2025-2: Notice of Ongoing Investigation

July 29, 2025, marked 180 days from the filing date for Case 2025-2. The Office of Human 
Rights attempts to complete the investigation of employment discrimination complaints within 
180 days from the date of filing, unless it is impracticable to do so.

The Office of Human Rights is committed to conducting a thorough and comprehensive 
investigation. At this time, the investigation remains ongoing. The Investigator is collecting and 
reviewing evidence to be included in the investigative report. We appreciate your continued 
cooperation as the investigation proceeds. Our team is dedicated to reaching a resolution as 
swiftly as possible while maintaining the highest standards of diligence and accuracy.

We will keep you informed of any significant developments and will notify you of any changes to 
the status of your case. In the meantime, if you have any questions or need further assistance, 
please do not hesitate to contact us by email at humanrights@charlottesville.gov or by phone at 
434-970-3023.

Sincerely,

Todd Niemeier
Director
Human Rights Commission
Office of Human Rights
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Exhibit No.: C-1 

ADR Agreement Form (declined)- R 

Date: February 21, 2025 
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Exhibit No.: E-1 

TerminaƟon LeƩer 

Date: December 09, 2024 

 

 



   

          
         

             

         
            

                
             

   

         
  

 

   

   



 

 

 

 

 

 

Exhibit No.: E-2 

Email CommunicaƟon– Early Departure 

Date: November 26, 2024 

 

 





 

 

 

 

 

 

Exhibit No.: E-3 

Email CommunicaƟon–  

Date: November 21, 2024 

 

 





 

 

 

 

 

 

Exhibit No.: E-4 

Email CommunicaƟon–  ClarificaƟon 

Date: December 09, 2024 

  

 

 





 

 

 

 

 

Exhibit No.: E-5 

Email CommunicaƟon–  PaƟent Meal Or-
der 

Date: December 09, 2024 

 

 





 

 

 

 

 

 

Exhibit No.: E-6 

Email CommunicaƟon-TerminaƟon 

Date: December 10, 2024 

 

 





            
            

    

 





 

 

 

 

 

Exhibit No.: E-7 

Respondent PosiƟon Statement  

Date:  20, 2025 

 

 











              

  

          
          

           

           
               

  

             

         

  

  

  

 













    





 

     

     
      
     

  

    

 



 

 

 

 

 

 

Exhibit No.: E-8 

Email CommunicaƟon-CompensaƟon & Pay 

Date: November 07, 2024 

 

 



 
 

 
 

       

    

                          
  

 

 
       

   

    

 

                    

                    

  

  

 



 
 

 
 

 

 

       

  

 

 

                        
       

 



  

 

   

   

 
    

    
 
      

 

     
 

   

   
 
  

    

 

  
 

 

  
  

  

  

  

  

  

 

  

  

  

  

  







 

 

 

 

 

Exhibit No.: E-9 

Complainant Timecard 

 

 



   

      

   

           

  

   

  

  

   

 

   

   

 

  

 

 

  

     

      

      

      

      

      

      

      

      

      

      

       

      

       

      

       

       

      

      

      

     

      

 
      

 

 

 

 

 

 

 

 

 

 

     

  

    

 

  

  

  

 

  

   

 

  

  

 

  

 

  

 

  

 

  

  

   
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

      

    





 

 

 

 

 

Exhibit No.: E-10 

Email CommunicaƟon-  Hospice & 
Privacy Guidance 

Date: November 21, 2024 

 

 



 

 

        
           

              
          

                   
               

              

 

       

    

               
                   

                  
        

         
      



 

 

 

 

 

Exhibit No.: E-11 

Hiring Packet 

 

 



















 

 

 

 

 

 

Exhibit No.: E-12 

DocumentaƟon of Advisory 

Date: November 15, 2024 

 

 











    

  
  

           

           

             

                

                

              

            

   

              

                 

           

                

                 

   

              

              

            

  

               

                

             

               

  

          

            

                

             



 

 

 

 

 

 

Exhibit No.: E-13 

DocumentaƟon of Advisory 

Date: December 05, 2024 

 

 









 

 

 

 

 

 

Exhibit No.: E-14 

DocumentaƟon of Advisory 

Date: September 28, 2024 

 

 





















 

 

 

 

 

Exhibit No.: E-15 

Internal InvesƟgaƟon Report 

Date: October 16, 2024 

 

 





 
 

 
 

   
  

      

  
 

                 
                      

                           
                      

  

                     
                   

                   
               

                         
                      

                    
                      

                      
                           

                        
             

                            
                        

                  
       

                        
                     

                    
                        

                          
              

                   
                         

                     
                       

                          
                   

              











 

 

 

 

 

Exhibit No.: E-16 

Employee Handbook 

 

 



   
  

            
               

            
 

              
              

           
             

     

               
            

              
   

              
              
         

            
             
               

                 
             

              
   

               
                

               



           
          

            
            

              
         

            
          
           

  

     
         

   

          

 

  

  





   

     
     

   
   

    
      

      
     
     

    
    

     
       

    
     

     
        

                
    
     

    
       

     
      

    
     

     
    

     
    

     
   
     

      
    

    
       
    

     
     
    

    
         

     

   



     
       
     
     

     
      

      
       
     
         

        
    

    
       

    
      

    
    

     
      

           
      

   
          

      
     

       
     
      
     
      
      

         
        

     
     
       

    
      

    
    

    
    

      
      

     
     

   



   
      

    
    

    
    

     
      

     
     

     
     

     
   

     
       

       

   





 

              

                 
                   

                 
          

               
              

            
                 

          

                   
           

                  
               

  

                
                     

 

  

   









    

   

                    
                   

                 
                    

  

   

                
                

              
                 

               
    

     

                  

              
              

          
           

  
              

          
               

     
                

        
               

  

  

                
                

               
               

 

   





                  
                

                  
            

  

                 
                 

                  
                  

               
                   

      

                
 

              
            

          

  

                
                     

                    
                 

                    
                   
                    

                     
                    

  

   

                   
                
                   

               

                 
  

     
   

   





     

                     
                   

                    
              

                     

  

     

                  
                   
    

      

                  
                 
                    

                  

        

                  
                

                    
        

                  
                        

                         
 

   

                
              

              
     

                   
               
                

                   
                 

   



                  
                 

                       
     

                  
                    

                  
     

                    
                  

                 
                

                  
                  

           

                 
           

                  
                  

                  
                    
           

    

                
              

                 
               

             
   

   

            

  

                 
 

                  
  

   



                 
         

                 
                     

             
        

  

                 
       

  

                     
   

  

                    
                

 

  

                  
         

                   
                 

    

  

                 
                

                 
 

   

 

                   
                  

                 

   





               
                

      

                   
               

               
                

             
              

          

   

     

                   
           

     

                  
                    

                    
  

    

                
                  

                
                   

       

  

                  
             

         

               

               
                

                 
               

   





   

                 
     

                  
                   

                    
  

                 
                    

               

  

               
                
             

          

   

 

            
                

           

                  
                     

          

   

                
              

    

                

                    
  

                   
             

              

   









                
              
          

  

                 
           

                
            

                 
            

                 
           

              

                   
              
                
 

                
    

                    
               
         

            

               
                 

             
            

                
            

             

   

                     
                

           

                  
     

                  
 

   





  

                 
                 
                  

             
   

                   
                  

      

   





  

               
                 

    

        

                 
     

  

                 
      

                   
             

           

              
   

                
                  

  

                   
                

 

                  
  

              
           

                  
               

                
 

                   
                

          

  

                 
              

    

   





      
              
             
           

         
            
     
         
          
              

                
                  

            
                

        

   

                
                 

                     
         

        

                    
  

                  
               

              

                    
 

          

               

      

                

                  
              

   







        

   
   
   
         

                  
   

                 
               

 

   



    

    

               
                
               

                
                  

            
                   
              

             
               

        

                
                

              
                    

          

     

             
             

                 
                 

               
      

  

                   
                      

          

                 
                 

         

   





               
              

  

             
               

             

               
               

        

              
             

               
       

                
               

       

      

                
                 

                 
             

  

                
                 

                   
                
 

                
                 

                 
                

 

   





    

                
         

  

              
               

       

                  
               

    

                 
       

               

          

  

              

                
                       

            

                     
                  

                     
                    
                 

                 

                   
                

                     
                       

               

                      
             

                 
         

   













                 
                  

                    
        

 

                    
                   

                  
   

    

                    
                   

  

                     
               
                   
                   

                    

                      
                    
                  

                   
              

                    
                         
                  

                   

    

                   
                       

                    
                 

  

                 
                   

          

           

   





  

                     
                 

                
                    

                  
   

                 
                    

       

                   
            

   

                    
                    

               
                

            

                   

    

                   
                  

                

                      
                 

              
            

  

                   
                    
       

                 
               

                    
   

   





    

                    
               

            

 

                    
                 
                 

                      
                

               
                 

                  
                      

                  
                      

               
               

              
            

                
     

                
                
             

               
                   

                  
              

                   
     

            

            
                 

                  
                   

                    

   





         

   

                 
     

  
 
  

   

  
 

 
 

                     
                     
                   

                     
                      
                

                 
                 

      
            

   

                     
                    

                    
              

                   
                  

                  
         

    

               
             

          

                
   





                     
                   

            

                   
                      

                     
                      

         

    

                
                

                    
                
              
                  

            

    

                      
                     

                     
                      

                     
                   

     

                    
                   
                  

                     
                      

                 

     

                    
                     

                  
                   

                  
                     

                     
            

   





   

            
               

             

     

                     
             

  

                 
             

                   
          

    

                 
                     

     

 

            

           
               
             

  

                   
         

  

               

               
            

 

   





  

  

                   
               
                 

                
       

  

                 
       

  

                  
       

   

                 
                   

     

    

               
               
               

             

               
                 

                
                  

            

   





   

                  
                  

         

                 
                 
                   
                    
      

                    
         

      

                   
 

       

                 
                 

                   
             

               
                  

     

                   
                 

               
    

      

                  
                

               
         

   





 

   

                 
                 

                     
                 
    

                   
                     

          

     

                   
              

                 
                  

            

              
                   

                   
              

             

   





   



 

 

 

 

 

Exhibit No.: E-17 

Extended Evidence List 

 

 



Investigator's Notes: 
The following is a statement provided by  (  to the investigator via email 
on June 03, 2025. This email contains  account of the events and is accompanied by 
relevant photographic evidence. 
 

 

 

 

 

 

 

 told me she would approve me for unemployment when she fired me . But I was in so 
much shock when I got fired and how they escorted me out of the building. It was for no 
reason, like I was a criminal or something. I was humiliated and in shock. So I didn’t think 
to ask , So I emailed her after to ask for clarification about my expected check / bonus that 
week .. however I did not receive the expected bonus pay. Which was supposed to be a 
additional $1000 plus  . So that really affected the holiday and my kid’s Christmas was 
ruined due to not receiving the expected amount and short notice . I had planned 
the bills around my check but since I did not get it .I had to make the check stretch to cover 
future bills and Christmas since I was unsure how soon I would get another job and full 
paycheck . So I had to limit the holiday to prevent bills being overdue  and /or 
repossessions" 

 

 

 





Investigator's Notes: 
The following is a statement provided by  (  to the investigator via email 
on June 03, 2025. This email contains  account of the events and is accompanied by 
relevant photographic evidence. 
 

 

 

 

“I was terminated without notice or anything a few days before my next check and 
Christmas bonus was supposed to deposit. I received a check for my hours work but I did 
not get the bonus  

Below you’ll see where  stated my PTO was used on Dec 5th . The day I had called out 
for the meeting at my daughter school. I did not get any warning or talk to about Dec 5th. 
She put my PTO in and all so it was very confusing when I was terminated and they said 
calling out was one of the reasons…. People would call out and have to leave work all the 
time . Leaving us short staffed .I had two call outs I  5 months and I did not consider the 
day  November a call out since I stayed over and covered someone else’s shift (someone 
that called out )  

I thought it was understood and agreeded upon that if I stayed, I wouldn’t be able to work 
the next morning. It’s no way I could return back to work in 8 hours  

This is the email she sent”  

 

 

 

 

 

 

 

 

 

 

 







Investigator's Notes: 
The following is a statement provided by  (  to the investigator via email 
on June 03, 2025. This email contains  account of the events and is accompanied by 
relevant photographic evidence. 
 

 

 

 

 

 

 

 

 

“I called HR (  and reported a incident that took place at work .  asked me to email 
her a detailed explanation of what took place between  and I . So I emailed her .. I 
was told she would follow up with me and we would have a meeting to discuss what took 
place .  

However , No follow up or meeting occurred .. she never mentioned it or addressed 
it  below is what I emailed her & I told her in the email back in October that they were 
counting /signing off the narcotics without two nurses and not verifying it” 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

From  (  

To (   

Oct 16, 2024 at 10:51 AM 

Last night during shift change there was a incident between  and I . We were 
at the cart and .  came upstairs off the elevator and she was talking to us about 
what she ate for dinner . Then .  asked me when do I come back to work and I said 
Friday , she told me to enjoy my days off and she’ll see me then and I told her thank you and 
to enjoy herself too and I might be downstairs Friday but I will still come see her Friday , 
then I gave .  a goodbye hug .  

 got upset as soon as that happened and she started flipping through the 
narcotic book fast and hard . I asked  what was wrong , she stated “nothing is 
wrong with me , it’s you “ I said “how “ she said “you were ease-dropping on our 
conversation “ I told  I was not ease dropping on her and the CNA conversation 
earlier  &that I could clearly hear the conversation about the patients & then   said 
again i was ease dropping . 

 It’s easy to hear when they are at the end of the hall .. I only said something bc i was 
advocating for  .. (the Cna ) & the only thing I said to  was that 202  
was having some issues right at the end of our shift and I also had to check on  
again before my shift was over ..that’s why we needed extra help with the residents 
because everyone needed help all at once and it’s only 2 of us upstairs.  said she 
didn’t care and that I should not have been easedropping and that nobody nobody likes me 
at the job and she started counting the narcs by herself . I told her I was not here to make 
friends and I was here to work and care for the residents Then I told her we were going to 
count the narcotics off correctly and together, I told her she can not just flip through and 
count by herself. We have to do it with two people . She said well I already counted those  

I told her again we have to count together to confirm it matches . And I told her I was 
not going to talk to her if she couldn’t be professional and I was going to report her to HR. 
She got upset and started going off about how I always run to HR and I reported her before 



Investigator's Notes: 
The following is a statement provided by  (  to the investigator via email 
on June 03, 2025. This email contains  account of the events and is accompanied by 
relevant photographic evidence. 
 

and then  said I have issues and I’m always making something out of nothing and I 
love to talk to HR.  

I told her “I actually don’t love running to HR but she’s been very unprofessional and 
rude to me ..ever since I started working there and that if she couldn’t act her age and be 
mature then maybe we need someone else (like HR) 

 then states that’s why nobody likes me in the facility and I cause problems. 
I said that’s okay , I’m not here for friends. I told her she was almost my mothers age and it’s 
ridiculous that she come to work with a attitude at this age. & I told her she should treat 
people how she wants to be treated .I also said  Im aware that the “clique “ doesn’t like me 
and I’m still nice to them because we have to discuss work /or patients   

 

And luckily  walked by and intervened… She asked what happened and  
says “ first of all she was ease dropping “ and then she acted like I attacked her or was rude 
to her when that’s not true at all. I began to tell  what really happened and I 
said  was told old to be this way at work.it’s ridiculous, I also told  that im tired 
of being treated any kind of way when I am nothing but nice to everyone. Patients and Staff 
included . .  told me it was okay and she hopes I don’t think she treats me bad and she 
asked if we did report and she offered to count and stay for report . Then  said I could go 
downstairs before I leave to finish my notes. So after I went downstairs.  

 

While I was talking to  (that’s when  went into the  office and called 
you ) 

 

I honestly don’t know how she knows I reported her . I’m assuming someone told 
her . I thought it was anonymous but I reported her about the wounds and 
treatments because whenever I try to talk to her ,she is rude and when I tried to tell her she 
shouldn’t do wound care or certain things like when fell . She wrapped her wrist 
…  

In nursing school she will learn then when someone has a fall or you think 
something is broken you don’t mess with it or do any treatment or wraps or anything until 
it’s evaluated.. we are not supposed to mess with broke bones. .. not until they have a X-ray 

 



Investigator's Notes: 
The following is a statement provided by  (  to the investigator via email 
on June 03, 2025. This email contains  account of the events and is accompanied by 
relevant photographic evidence. 
 

done or clear orders from the dr . . I just was telling her you should call EMT right away if you 
think something is broken. . She got mad about that.  I was also telling her med techs can’t 
do wounds or dressings and that it could get her in trouble ( just trying to look out for her 
) and I guess that made her even more upset with me . I was not trying to make her upset. I 
was trying to communicate about proper patient care . That’s all… either way. No matter 
what I do , it will be a uncomfortable work environment when you have workers with poor 
attitudes . No manners and never polite .. I don’t expect everyone to be best friends but I do 
Not expect staff to be able to talk any kind of way and be unprofessional constantly. It’s 
hard to work that way .  

It’s a lot that happens and I do not report bc I do not want to bother you. I know your 
busy  

Even The weekend of oct 4th there was drama.  it was almost a fight Oct 3rd down in 
healthcare between the CNAs . They went outside to fight(I do not think a fight happened 
just commotion ) but All the staff was watching at the window  and it was talked about all 
weekend . I did not work Oct 3rd but I worked the 4th and all weekend so I heard it all.I do 
not report every detail to you. I am not trying to get anyone in Trouble  However I do try to 
avoid drama by all means but it seems to be unavoidable.. I am nice to everyone . They still 
do not want me to work there . I do not think I am a good fit for    .  

 

 

 

 

 

 

 

 

 

 

 



Investigator's Notes: 
The following is a statement provided by  (  to the investigator via email 
on June 03, 2025. This email contains  account of the events and is accompanied by 
relevant photographic evidence. 

“Here are Emails between  and I . One day A CNA had  to leave work and we had 
no coverage . So I had to work by myself In Assisted living with 30 patients and  no CNA  , so 
I had to do the CNA work  and nurse work .  No one from management offered or even tried 
to help me .  The job is very demanding, and I did not know how to get it all done. So I kept 
reaching out for help .” 





















Investigator's Notes: 
The following is a statement provided by  (  to the investigator via email 
on June 03, 2025. This email contains  account of the events and is accompanied by 
relevant photographic evidence. 
 

 

 

 

“I discovered this email .. and I wanted to share it with you . After the NOV 11th 
day when management refused to come help or relieve me . The day I stayed until almost 
10 pm , bc I refused to give pills early and write it down. So I had to stay and administered 
the medication at the proper time. This is all the same day I worked over my time due to a 
fallout ..so I did not come to work the next day because I was truly exhausted from working 
over 14 hours. I communicate that with them. I did not get a write up or even a phone call 
about it but My paycheck that week was off and I did not get my sign on bonus as 
promised. I was told it was a glitch and I had to wait two more weeks . However No one else 
had a glitch with paychecks so it did not seem like a ADP glitch. It seemed like a intentional 
Glitch since I told them I could not work the next morning . I feel she intentionally did it to 
prolong my bonus payout.” 

 

 

 

 

 

 

 

 

 

 





 

 

 

 

 

“Hi , it is a email between HR and I telling me that My first bonus was deferred and 
pushed back . It was due to be paid NOV 14th. Coincidentally It was the same week that I 
stayed over to cover some of the night shift.when told them I could not come in next day 
morning. I never received any disciplinary action , much less a conversation about it.  I 
thought they appreciated me staying and covering some of the next shift . It felt like my 
bonus was pushed back like some sort of retaliation because I told her I was 
uncomfortable with passing the pills early despite what they told me to do. I only reported it 
to prevent legal or disciplinary actions and in return my bonus was deferred in NOV.” 

 

 

 

 



 

Investigator's Notes: 
The following is a statement provided by  (  to the investigator via email 
on June 06, 2025. This email contains  account of the events and is accompanied by 
relevant photographic evidence. 
 

 

 

 

 

 

“It started to feel like I was being retaliated starting in end of sept / beginning October when 
I reported the workplace violations and healthcare violations like with the pills . Or 
when workers did not working shifts that we switched and was scheduled and i emailed 

 . told her over emails ,text , voice notes & we talked in person about the unethical and 
uncomfortable work environment. I reported the inappropriate sexual conversations . I told 
her I felt I was being retaliated againt for reporting to her when it should have been private. I 
also felt I was discriminated against . For some reason I assumed that It was safe to talk to 
HR privately about things going on at work.. but instead HR told other employees that I was 
reporting things and exposing wrong doings . then that created more drama with  (a 
manager) and other employees. I only told HR to protect my job, I did not think reporting 
would make me lose my job. I was treated unfairly and they dismissed all my concerns 
/complaints due to my skin tone . I was never put on a disciplinary action plan or a 
performance improvement plan . I was not in a probationary period or anything. I always 
did my job and communicated well to prevent confusion . whenever we were short staffed 
or unable to properly or safely perform. I always reached out for help to try to prevent 
issues or mismanagement . I feel that that if I had a different skin color , HR would not have 
promoted and or / allowed a hostile work environment.” 

 

 

 

 

 

 

 

 



Investigator's Notes: 
The following is a statement provided by  (  to the investigator via email 
on July 22, 2025. This email contains  account of the events and is accompanied by 
relevant photographic evidence. 

"Hello, yes the evidence is fine. 

I want to be sure that the email from the doctor is shown where she is asking us to send 
information regarding patients status and rash to the clinical team . This was on NOV 22nd. 

I also wanted to include the screenshot from the date in November that I had to stay over . 
Just for proof and So it will help support my reasoning for not working the next day .  

And That should be it.. I did not get spoken to or handed more then that one PiP and I did 
not  get wrote up for any PiPs regarding absentee. The other emails just show the times that 
I reached out with concern or for help to prevent or fix any issues that were happening 
. However I never received any help or support with any of these issues.  

The emails regarding  were to let HR know that she was upset with me seeing her act 
inappropriate at work . I felt there would be retaliation ,so I told  with hopes to prevent 
it , but that did not work.  told  everything..and it made the situation more 
uncomfortable. I just wanted the issues to resolve and I wanted to be comfortable enough 
working /asking the supervisor for help regarding patient care /safety . That’s the only 
reason I went to HR."

 









From:
To: Chatman, Chyelle
Subject: Re: Revisions to Rebuttal Affidavit
Date: Monday, July 21, 2025 1:46:02 PM

 WARNING: This email has originated from outside of the organization. Do not click links or open attachments
unless you recognize the sender and know the content is safe.

I sent you a voice memo from the date in NOV that I worked about 15 hours straight … the
day the night nurse called out and the director of nursing said if she had to take the keys she
was leaving the facility .. so I had to stay over until someone relieved me which was not until
11 pm… I said I was not able to stay the whole time and they told me to just give the pills
early and leave . I was uncomfortable passing meds early. 
Despite that , the director of nursing did not come relieve me and nobody came to work until
11 pm . I was told it was okay to pass the pills early and leave the keys for the nurse … I did
not pass them early though …. I administered the meds at the correct time 

Pls let me know if you have the message to include in evidence 

Sent from Yahoo Mail for iPhone

On Wednesday, June 11, 2025, 12:41 PM, Chatman, Chyelle <chatmanc@charlottesville.gov>
wrote:

Hi 
I hope this message finds you well.
Please find attached a file containing all email communications and screenshots
you have sent to date, compiled for your review. This file does not include any
other documents—only the email correspondence and screenshots previously
provided by you.
Could you review the file to make sure that everything has been accurately
captured? If you notice any omissions or discrepancies, please let me know at
your earliest convenience so I can update the record accordingly.
Thank you for your attention to this matter.
 
 
From:  <  
Sent: Friday, June 6, 2025 3:24 PM
To: Chatman, Chyelle <chatmanc@charlottesville.gov>
Subject: Re: Revisions to Rebuttal Affidavit
 
** WARNING: This email has originated from outside of the organization. Do not click
links or open attachments unless you recognize the sender and know the content is safe.**



From:
To: Chatman, Chyelle
Subject: Fw: 10-6-24
Date: Tuesday, March 18, 2025 2:41:17 PM

 WARNING: This email has originated from outside of the organization. Do not click links or open attachments
unless you recognize the sender and know the content is safe.

Sent from Yahoo Mail for iPhone

Begin forwarded message:

On Sunday, October 6, 2024, 9:47 PM,  <  wrote:

Hi , I also wanted to make you aware that some of the med techs are putting in
orders and sending orders to pharmacy .  c/o of medication being ordered
from the wrong pharmacy. I noticed when I went to see who ordered 
medication. I am not sure your facility protocol but typically med techs can not
write or put in orders , the doctors is to do it if a nurse can not . They are not to
edit orders and They can not label or change the label of medications ... a lot of
the cards and bottles are labeled , I am checking to make sure all meds match and
dose is correct . 
Also You also can not save half pills . You are supposed to discard the remaining
pill .  has a bottle of pills that some are broken in half and some are
whole pills (sertaline )  . I believe that is against state board protocols to save the
other half of the pill if you split it . The proper dose should have been ordered so
it can come in half tabs . And to prevent waste of medication. I did order the
correct dose and she now has it . I did not want to discard the pill bottle bc it's full
. I just wanted to make you aware, that is half broken pills and whole ones in the
bottle . I am really trying to pay attention to all meds and patients to prevent
issues . I don’t want to get in trouble 
Lastly , med techs are not trained to perform wound care or dressing changes ,
that is considered skilled nursing . It is a treatment not a medication . 

I am not sure if they are aware of the acts prohibited by the board of nursing . 

I do see orders  has put in orders PCC herself . The med tech last night
performed the wound care on  . I told her she was to get the nurse to come
upstairs and do it  I read her nurse note in PCC and she did wound care  (Which is
good that she wanted to make sure she understood it .) I know she is in school for
nursing but it is still beyond her scope . 

I just wanted to let you know because I am just worried 

Also there was a situation with  re admission. Her son c/o of foot pain
and there were dressings dated from days ago . There was no documentation or
orders in PCC for wound orders from  and no communication in report . I



am just nervous because her son asked how this was overlooked 
It was not my fault . 

I just wanted to let you know 
I tried to fix it 
I did email the clinical team and make them aware of  wounds

Thanks 
 

Sent from Yahoo Mail for iPhone





   

  

  











 

 

 

 

 

Exhibit No.: E-19 

Affidavit of  

Date: April 10, 2025 

 

 







           

            

            

 

         

          

             

          

   

           
              

  

           

         
              

            

 

               

               

   
                 

            

                 

             

 

              

           
           

         
 

             

         
        

    





 

 

 

 

 

 

Exhibit No.: E-20 

Affidavit of  

Date: April 10, 2025 

 

 



  

     

           

        

        

               

     

           

            

              

        

           
    

              

    

            
     

             

         

             
       

             
             

            

         

              
   

               

  

           
        

             

      

             

   

    



            
           

 
                

        

                   

               

                

                 

                 

     

   





 

 

 

 

 

 

Exhibit No.: E-21 

Affidavit of   

Date: April 10, 2025 

 

 











 

 

 

 

 

 

Exhibit No.: E-22 

Affidavit of   

Date: June 18, 2025 

 

 













   

   

    











Exhibit No.: E-24 

Voice Memo– MedicaƟon Admin-
istraƟon Concerns (Full Transcript)   

Date: November 11, 2025 







Exhibit No.: E-25 

Respondent Response to Request 
for InformaƟon 





Attachment V 



 

CITY OF CHARLOTTESVILLE 
To be a place where everyone thrives 
 
Office of Human Rights 
P.O. Box 911 
Charlottesville, Virginia 22902 
Telephone: 434-970-3023 
www.charlottesville.gov  
 

 

February 4, 2026 
 

Case 2025-2: Case Review and Determination 
 
Procedural History 
 
This complaint was filed with the Charlottesville Office of Human Rights on January 30, 
2025, under the Code of the City of Charlottesville, Chapter 2, Article XV, the 
Charlottesville Human Rights Ordinance (“Ordinance”), as adopted by City Council on 
January 21, 2025. The investigation of this complaint was concluded on September 11, 
2025. As Director of the Human Rights Commission, it is my duty to review the 
Investigative Report, make a finding on whether there is reasonable cause to believe a 
violation of the Ordinance has been committed, and to present the facts supporting such 
determination.  
 
 
Legal Standard 
 
The Ordinance, Section 2-431.1 states, “It shall be unlawful and a violation of this 
ordinance for any person, partnership, corporation, or other entity to engage in 
discrimination in employment on the basis of race, color, religion, national origin, sex, 
pregnancy, childbirth or related medical conditions, age, marital status, sexual orientation, 
gender identity, military status, or disability. The prohibited actions in this section shall 
include and have the meanings ascribed to them in Viginia Human Rights Act, Virginia 
Code §§ 2.2-3900-3909, Virginia Code § 15.2-965, and 42 U.S.C. §§ 1981-2000h-6., as 
amended.” 
 
The Ordinance, Section 2-438(a) states, “[I]t shall be unlawful to coerce, intimidate, 
threaten, or interfere with any person in the exercise or enjoyment of, or on account of 
having exercised or enjoyed, or on account of having aided or encouraged any other 
person in the exercise or enjoyment of, or on account of having filed a complaint of 
discrimination regarding any right granted or protected by this article.” 
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First Issue  
 
Background 

The first issue investigated in Case 2025-2 was whether Respondent Company 

discriminated against Complainant on the basis of race in employment by 

subjecting her, from August 2024 to December 2024, to a hostile work environment 

characterized by the intentional mispronunciation of her name, speculative and 

intrusive comments about her racial background and family, stereotypical remarks 

targeting her race, and differential treatment by her supervisor, who ignored her 

professional inquiries, yelled at her, and ostracized her within the workplace. 

Complainant was employed by Respondent Company during the time of the alleged 

discrimination (E21, p.1, ln.2)1. Complainant was hired as a Full-time Day Shift 

Licensed Practical Nurse (E11, p.1) (E1, p.1, ln.1). The dates of employment were 

from July 23, 2024 (E11), through December 9, 2024 (E1). The final act in the alleged 

pattern of discriminatory harassment was when she was given a termination of 

employment letter at the start of her shift on December 10, 2024. Complainant self-

identifies as Black American in terms of race (A4, p.3). 

 
 
Determination and Analysis 
 
For the first issue presented above, I find no reasonable cause to believe that 
discrimination occurred under the Charlottesville Human Rights Ordinance. I base my 
determination on the following analysis of the available evidence.  
 
Issue 1, Element 1: Was complainant subjected to unwelcome comments or conduct 
based upon her protected class status? 
 
Complainant alleged multiple instances of employees making unwelcome comments that 
she believed were racially motivated, including the following: 
 

1. Intentionally mispronouncing her name (E18, p.1, ln.6-8): Complainant specifically 
stated that Witness 2, a coworker, did this when other staff or residents were 
around (E18, p.1, ln.7) 

 
2. Questioning her racial background and identity (E18, p.1, ln.10) 

 
3. Asking whether she was “fully Black” (E18, p.1, ln.11) 

 
4. Encouraging a resident to call her “Black baby” (A4, p.8) 

 
5. Making negative comments about cultural preferences like music (E18, p.2, ln.12) 

 

 
1 The parenthetical citations that appear throughout the background and analysis sections refer to specific 
evidence within the investigative report, which were reviewed for the purpose of making this finding. 
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The investigative report contains no evidence or witness testimony, aside from 
Complainant’s own statements, to support the above allegations of race-related speech. 
Aside from stating that Witness 2 mispronounced her name (E18, p.1, ln.7-9) and 
witnessed other employees engaged in race-related conversations (E23, p.1, ln.6), 
Complainant does not name any of the coworkers she alleged made or witnessed race-
related comments, and referred only to “coworkers,” “some coworkers,” “people,” and 
“some staff members” engaging in this behavior (E18). Additionally, Complainant stated 
that she did not report the incidents of mispronouncing her name, nor the other alleged 
uses of race-related speech, to Respondent Company’s human resources staff (E23, p.1, 
ln.3-4). While it is possible that these incidents took place, the absence of evidence makes 
them impossible to verify. 
 
Complainant raised the following workplace concerns to Respondent Affiliate1, Human 
Resources Director, which she stated went unaddressed due to her skin tone (E17, p.23): 
 

1. Unclear communication and rules regarding shift coverage and scheduling (E17, 
p. 12, and 14-15) (E17, p.11) (E23, p.2, ln. 10) 

 
2. Med techs inappropriately ordering medications, storing pills that were broken in 

half, and providing wound care to patients (E17, p.29-30) 
 

3. An altercation she had with Witness 3, a coworker, on October 15, 2024, that also 
involved an allegation that Witness 3 was improperly counting medications (E18, 
p.2, In.14-15) (E23, p.14) 

 
4. Being asked by Witness 1, the Director of Nursing (Complainant’s supervisor), to 

administer medications early on November 11, 2024 (E23, p. 2, ln.10) 
 
Regarding items 1 and 2 above, the investigative report did not include evidence detailing 
any actions Respondent Affiliate 1 may have taken in response to Complainant’s 
concerns. The evidence did include confirmation from Respondent Affiliate 1 that 
Complainant’s concerns in item 1 were received and would be addressed (E17, p.13). 
The evidence did not show any connection between Respondent Affiliate 1’s response, 
or lack of additional follow up, and Complainant’s race. Additionally, if Respondent 
Affiliate 1 took personnel action to correct any of the above concerns, Complainant would 
not be privy to those actions that did not directly involve her. 
 
Regarding item 3 above, on October 16, 2024, Respondent Company provided a copy of 
an Employee Investigation Report of the incident (E15). The report included statements 
from Complainant (E15, p.3-7), Witness 2 (E15, p.1), and Witness 3 (E15, p.8-10), as well 
as Respondent Affiliate 1’s assessment. The report also included a plan to assign 
Complainant and Witness 3 to different work areas (E15, p.1). No disciplinary action 
against Complainant or Witness 3 was documented in the evidence, and no connection 
was shown between the actions taken and Complainant’s race. 
 
Regarding item 4, Witness 1 stated that she asked Complainant to extend her shift on 
November 11, 2024, until 8:30pm to cover the 8:00pm medication pass, due to a lack of 
staffing (E22, p.3, ln.26). Complainant stated that her shift would have otherwise ended 



 

iv 

 

at 7:00pm that day (E23, p.2, ln.10). Complainant also stated Witness 1 suggested that 
she pull the medications early (E23, p.2, ln.10). Witness 1 stated that a nurse has a two-
hour window of time to administer medications – up to one hour before or after the ordered 
time (E22, p.3, ln.28). The scheduled time for delivery of the medication was 8:00pm 
(E22, p.3, ln. 26). Complainant expressed concern about deviating from the medication 
administration schedule because of previous issues with medication administration and 
concerns about her nursing license (E23, p.2, ln. 10). Witness 1 said that she also offered 
to cover the medication pass herself if Complainant needed to leave (E22, p.3, ln.26). 
Complainant elected to work until 9:49pm that night (E9, p.1) and presumably 
administered the medication at the scheduled time. 
 
Complainant stated that her hesitation to administer medications early on November 11, 
2024, was related to previous issues with medication administration. On October 4, 2024, 
Complainant received a Documentation of Advisory, dated September 28, 2024, 
regarding four medication administration errors that occurred in September (E14). These 
medication administration errors did not involve administering medications early or at a 
different time but rather an apparent failure to administer the medication at all. This 
Documentation of Advisory included an attached copy of “The Seven Rights of Medication 
Administration” from the source “DDS Health Toolkit” (E14, p.3). In this list of seven rights, 
“Right Time” is listed as the fourth right and includes only the text, “Are you certain that 
this is the right time to provide this medication to this individual?” The document does not 
contain any specific guidance as to a window of time for medication administration. 
 
The only other documented guidance regarding the timing of mediation administration 
found in the evidence was attached to another Documentation of Advisory that was 
presented to Complainant on December 10, 2024, along with her termination letter. This 
Documentation of Advisory was dated November 15, 2024, for a medication error that 
occurred on November 3, 2024 (E12). This Documentation of Advisory included a 
different version of the “7 Medication Rights and Considerations,” this time from the 
source Medliant International Healthcare Staffing (E12, p.4-5). This version of the “7 
Rights” also lists “Right Time” as the fourth right, but it also states, “It is important to not 
only ensure that medications are administered within 30 minutes of the prescribed times, 
but also to review when the last dose of that medication was administered to ensure that 
too much medication isn’t being administered in too short of a time span.”  
 
The guidance in Respondent Company’s Documentation of Advisory dated November 
15, 2024, contradicts the “two-hour window” protocol that Witness 1 claimed to have told 
Complainant on November 11, 2024. The Documentation of Advisory with the conflicting 
guidance was both signed by Witness 1 and given to Complainant after she was asked 
to do something different by Witness 1. This raises the question whether Respondent 
Company is communicating a consistent policy regarding the timing of medication 
administration. Nonetheless, the evidence shows no connection between the request 
from Witness 1 and Complainant’s race. 

 
Aside from Complainant’s testimony, no additional evidence is presented that shows 
Complainant’s professional inquiries were dismissed or that Complainant’s 
supervisor, Witness 1, yelled at, ostracized, or otherwise mistreated Complainant in the 
workplace. While Complainant may have experienced negative treatment by Witness 1, 
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without witness testimony or other supporting evidence, there is no way to verify the 
allegation. Furthermore, Respondent Affiliate 1 stated that she did not receive any direct 
complaints about Witness 1 regarding leadership misconduct (E19, p.3, ln.28). 
 
 
Issue 1, Element 2: Did the unwelcome conduct or comments result in a tangible job 
action, or was it sufficiently severe or pervasive to interfere with Complainant’s work 
performance to create a hostile environment, as measured by the standard of a 
reasonable person in Complainant’s situation? 
 
Complainant stated that the way that her coworkers treated her made her feel 
uncomfortable, unwanted, excluded, and isolated at work, creating a toxic environment 
that hindered her ability to do her job (A4, p.8). Though Complainant’s employment was 
terminated on December 10, 2024 (E1), the evidence does not support that the adverse 
treatment by her coworkers, or the termination of employment, were connected to a 
pattern of race-based harassment. 
 
Complainant did report a conflict involving Witness 3 and herself on October 15, 2024. 
Human Resources conducted an internal investigation and took action to separate 
Complainant and Witness 3 (E15). No disciplinary action was taken, there was no 
evidence indicating further conflict between Complainant and Witness 3, and there was 
no alleged or demonstrated connection between the incident and Complainant’s race. 
 
This is not meant to diminish Complainant’s perception that her coworkers treated her in 
a way that made her feel uncomfortable, unwanted, excluded, and isolated. However, it 
is not clear from the evidence that Complainant reported to her supervisor or Human 
Resources any incidents of race-based harassment, the dates of such incidents, or the 
people involved. Her perception of her relations with her coworkers clearly shaped her 
experience in the workplace and caused her personal distress, but there is no clear, 
evidence-based link between her race and her negative interactions with coworkers. 
 
 
 
Issue1, Element 3: Does a basis exist for holding Respondent Company liable for 
harassment? 
 
Complainant named various coworkers when reporting her concerns about workplace 
issues like shift coverage (E17, p.11-15), med tech practices (E17, p.29), medication 
administration (E24, p.1), and employee relationships (E6, p.1) (E17, p.7-9), but there is 
no evidence of Complainant having presented Respondent with any names and dates 
associated with the incidents of alleged race-based harassment. Aside from her email 
about the conflict with Witness 3 (E17, p.7-9), the only other communication included in 
the evidence about the reasons for her discomfort was general and non-specific (E17, 
p.31). Complainant also stated that she did not notify Respondent Company about the 
issue of her name being mispronounced, her feelings concerning cultural sensitivity, or 
racial comments about her name (E23, p.1, ln.4-5).  If Respondent Company was not 
aware of the incidents, there can be no reasonable expectation that Respondent 
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Company could have taken corrective action to address the alleged harassment nor be 
held liable for failing to do so. 
 
 
▪ Respondent’s Articulated Reason for Its Actions 
 
In a written statement presented to the Investigator, the Executive Director of Respondent 
Company, Respondent Affiliate 2, stated that Complainant never reported any incidents 
of retaliation or harassment based on her race. She stated that Complainant’s 
employment was terminated due to performance problems including medication errors, 
attendance, and concerns from other staff that she created unnecessary tension and 
drama (E7, p.3). Respondent Affiliate 2 also stated that Complainant’s supervisor, 
Witness 1, recommended Complainant’s employment termination based on the above 
performance concerns (E7, p.2). Witness 1 confirmed that the decision to terminate 
Complainant’s employment was made in consultation with Respondent Affiliate 1 and 
Respondent Affiliate 2 and was based on performance issues including errors in 
medication administration, attendance, and difficulties interfacing with her peers (E22, 
p.4, ln.33). 
 
Respondent Affiliate 1 stated that Complainant’s employment was terminated based on 
performance issues, including the accumulation of three Performance Improvement 
Plans (PIPs) (E19, p.1, ln.9). Based on a review of the documentary evidence, the PIP is 
a component of, or issued at the same time as, the Documentation of Advisory. Two of 
the Documentations of Advisory included PIPs for medication administration errors (E12 
and E14). One Documentation of Advisory was for attendance and disclosure of private 
patient information via the “clinical team” email (E13) and did not include a PIP.  
 
The first Documentation of Advisory and PIP was presented to Complainant on October 
4, 2024, and describes four medication errors that took place in September: two involving 
Tylenol and two involving Gabapentin (a controlled substance) (E14). It is not clear from 
the evidence whether the Tylenol error occurred (E14, p.13-15). The evidence appears 
to support the occurrence of the Gabapentin errors. With both Gabapentin errors the 
medication was marked as given on the administration record but is not signed out on the 
controlled substance record, and the pill count does not reflect that the medication was 
given (E14, p.4-11).  
 
The second Documentation of Advisory (E12) was presented to Complainant at the same 
time as her termination letter on December 10, 2024 (E19, p.2, ln.19). It documents two 
Gabapentin administration errors that occurred on November 3, 2024, in which 
Complainant signed the administration record for two doses but did not sign the controlled 
substance record, and the pill count does not reflect that the medication was given (E12, 
p.2-3). The evidence appears to support the occurrence of the errors. Though Witness 1 
signed the Documentation of Advisory on December 6, 2024, she did not present it to or 
discuss it with Complainant because Complainant did not work that day (E9, p.3), and 
December 6th was Witness 1’s final day of employment with Respondent Company (E22, 
p.1, ln.1). 
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The third Documentation of Advisory (E13) was also presented to Complainant at the 
same time as her termination letter on December 10, 2024 (E19, p.2, ln.19). The issue in 
this Documentation of Advisory was Complainant’s absences on November 12, 2024, and 
December 5, 2024 (E13). The Documentation of Advisory also includes copies of an email 
thread in which Complainant informed Witness 1 that she was leaving early on November 
26, 2024 (E13, p.2). Also attached was a copy of an email thread from November 21, 
2024, in which Complainant sent an email to the entire clinical team disclosing private 
information about a resident, and Witness 1 responded by coaching Complainant to use 
more discretion when disclosing private information about residents (E13, p.3). While 
neither the email on November 21st nor the early departure on November 26th were 
mentioned in the “Advisory session” section of the Documentation of Advisory, both 
support Respondent’s stated reasons for termination of Complainant’s employment. 
 
Regarding Complainant’s professional relationships with coworkers, Respondent Affiliate 
2 provided a written statement from Witness 4 along with supporting photographic 
evidence of potential bullying by Complainant (E7, p.4-13). As a result of the alleged 
bullying, Respondent Company reassigned Complainant from Assisted Living to 
Longterm Care and changed the roles and shifts of other employees to minimize 
interactions between Complainant and Witness 4 (E19, p.3, ln.32).  
 
Witness 1 used the word “disharmony” to describe Complainant’s relations with peers 
(E22, p.4, ln.35), referencing Complainant’s difficulties interfacing with peers (E22, p.4, 
ln.33) and a lack of agreement on necessary tasks for resident and staff care (E22, p.4, 
ln. 35), despite Witness 1’s attempts to coach Complainant to be a team leader (E22, p.4, 
ln.34) and to enhance peer-to-peer relationships and overall performance (E22, p.4, 
ln.35).  
 
There is no evidence that Complainant reported her allegations of race-based 
harassment to Respondent Company. Complainant stated that Witness 2 mispronounced 
her name (E18, p.1, ln.6-7), but she also stated that she did not report this to supervisors 
(E18, p.1, ln.9). While she mentioned conflicts with coworkers in her email to Respondent 
Affiliate 1 on October 16, 2024, she mentioned no other coworkers by name, aside from 
Witness 3 (E17, p.7-9). She did not state in the email that that she believed any of the 
conflicts with Witness 3 or other unnamed coworkers were based upon her race (E17, 
p.7-9). Respondent Affiliate 1 stated that she received “informal concerns” from 
Complainant regarding Witness 4’s behavior (E19, p.2, ln.29). In an email, dated 
September 17,2024, Complainant reported a concern about Witness 4 to Respondent 
Affiliate 1 regarding shift coverage (E17, p.12). In an email, dated October 6, 2024, 
Complainant reported a concern about Witness 4 to Respondent 1 regarding resident 
care (E17, p.29). Complainant did not state in either email that Witness 4 engaged in 
race-based harassment. 
 
Additionally, Respondent Affiliate 1 documented in her report about the incident between 
Complainant and Witness 3 on October 15, 2024, that Witness 3 claimed tension had 
been building with Complainant because Complainant did not consistently provide Shift 
Reports in a timely fashion (E15, p.1). The report also stated that, following the incident, 
Complainant was assigned to work “downstairs in Carlyle HACC” while Witness 3 “can 
only work on the AL side of the building” (E15, p.1). 
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Respondent Company appears to have acted within the scope of the Employee 
Handbook when deciding to terminate Complainant’s employment. Per Respondent 
Company’s Employee Handbook, “The Progressive Discipline Policy does not guarantee 
that all the steps will necessarily be followed! Depending upon circumstances and factors, 
such as the employee's past work record and seriousness of the offense, management 
reserves the right to enter into any level of disciplinary action, or termination, it deems 
appropriate. The use of progressive discipline does not alter the employment-at-will status 
of an employee” (E16, p.22 [p.18 of the Handbook itself], sec.4). Respondent Company 
provided documentary evidence supporting concerns about Complainant’s attendance, 
medication errors, and relations with coworkers, thereby presenting a nondiscriminatory 
reason for its actions.  
 
 
▪ Complainant’s Rebuttal or Identification of Pretext 
 
Complainant disputed Respondent Company’s assertion that she did not raise complaints 
about cultural insensitivity, racial comments, or differential treatment (E23, p.1, ln. 2). 
However, there is no evidence showing that she raised any concerns other than general 
workplace issues, unrelated to race. Complainant also later said that she did not directly 
bring up her feelings concerning cultural insensitivity or racial comments about her name 
to Respondent Affiliate 1 (E23, p.1, ln.5). 
 
Complainant claimed that Witness 2 was aware of and heard comments by other 
employees about Complainant’s race, family background, and cultural preferences (E23, 
p.1, ln.6), yet Complainant did not name any of the employees involved or any other 
witnesses to these comments except Witness 2. Witness 2 claimed that she was unaware 
of any comments made about Complainant’s race, family background, music, or cultural 
preferences (E20, p.1, ln.7). 
 
Regarding the first Documentation of Advisory, Complainant disputed all errors and 
claimed that the medication documentation was correct when she ended her shift (E14, 
p.2). While the evidence is unclear regarding the Tylenol error (E14, p.13-16), the narcotic 
control records reflect that Complainant did not sign out the Gabapentin doses, as 
required (E14, p.7 & 11). 
 
Complainant stated that she was not aware of being on three PIPs and was only called 
into the office for the first Documentation of Advisory (E23, p.1, ln.7). This is supported 
by the evidence. The second Documentation of Advisory included a PIP, but was not 
presented to Complainant until Tuesday, December 10, 2024, the same day her 
employment was terminated. The third Documentation of Advisory did not include a PIP 
and was also presented to Complainant on December 10, 2024. Both were signed by 
Complainant’s supervisor, Witness 1, on Friday, December 6, 2024, a date on which 
Complainant did not work (E9, p.3). The second and third Documentations of Advisory 
were presented as supporting documentation for the termination (E19, p.2, ln.19), and 
there is no evidence that Complainant was given an opportunity to provide rebuttal. 
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In the third Documentation of Advisory, Witness 1 stated that Complainant “called off” on 
November 12, 2024 (E13, p.1). Complainant stated that she notified Human Resources 
and the Director of Nursing that she would not be able to work due to having knee pain 
from a previous ACL surgery (E23, p.2, ln.10). Witness 1 stated that she received 
notification from Complainant, via text on the morning of November 12, 2024, that 
Complainant would not be coming to work (E22, p.3, ln.26). There is no record that 
Witness 1 approved this absence, and Complaint’s timecard labels this day as a 
“CALLOUT.” 
 
Witness 1 also stated in the third Documentation of Advisory that Complainant “called off” 
on December 5, 2024. The evidence shows that Complainant contacted Respondent 
Affiliate 1 by text message on December 4, 2024, to request time off the following day 
(E17, p.16-17). Complainant received approval from Respondent 1 to leave after 11:00am 
on December 5, 2024 (E17, p.16-17) (E22, p.3, ln.25).  However, Complainant confirmed 
that she did not work at all that day (E23, p.2, ln.11).  Complainant stated that she was 
aware of the Employee Handbook and Respondent’s policies on “no call, no shows,” but 
did not feel that her absence that day was a “no call, no show” because she notified 
Respondent more than 24 hours in advance (E23, p.2, ln. 11-13). Per Complainant’s 
timecard, Witness 1 directed the use of Complainant’s PTO to cover the entire shift that 
day (E9, p.3). 
 
Respondent Company’s Employee Handbook states that “an employee is deemed absent 
when he/she is unavailable for work as assigned/scheduled and such time off was not 
scheduled/approved in advance as required by department notification procedure” (E16, 
p.42 [page 38 of Handbook]). The Employee Handbook also states that employees are 
required to find another employee to cover their shift in the event of an absence, but the 
Supervisor has the final determination of whether the absence is approved (E16, p.41 
[page 37 of Handbook]). 
 
Relating to the coaching she received for sharing personal information about a resident 
with the “clinical team” via email, Complainant stated that this was a normal 
communication practice (E23, p.2, ln.15). As an example of similar communication, 
Complainant shared a screenshot of a message from a doctor employed by Respondent 
Company asking about a resident’s rash (E17, p.18-19). There is no evidence presented 
showing that Respondent Company took any disciplinary action regarding the doctor’s 
communication. The confidentiality policy in the Employee Handbook does not delve into 
the nuances of what might be considered inappropriate information to be shared with the 
clinical team (E9, p.26). However, Witness 1 noted that the “clinical team” group email 
included non-clinical staff who did not need to know the resident’s private information (E9, 
p.3, ln.23), which may point to a need for Respondent Company to examine how the 
“clinical team” email is used generally. 
 
Regarding Respondent’s lack of response to Complainant’s reported concerns, 
Complainant stated that she notified Respondent Affiliate 1 about the incident with 
Witness 3 that occurred on October 15, 2024, but there was no follow up (E23, p.2, ln.14). 
However, the evidence included a copy of the Internal Investigative Report prepared by 
Respondent Affiliate 1, showing that corrective action was taken (E15). All of the other 
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reported concerns about other employees’ work performance would have been private 
personnel matters handled by Human Resources. 
 
While Complainant asserted that she believed she was “fired for no real reason” and that 
she was mistreated because of her identified race or skin color (E23, p.2, ln.16), the 
evidence does not support that Respondent Company’s reasons for its actions were a 
pretext for racial harassment. 
 
 
 
Second Issue  
 
Background 
 

The second issue investigated in Case 2025-2 was whether Respondent Company 

retaliated against Complainant on the basis of race in employment when on 

December 10, 2024, Complainant was terminated without prior warning or 

adherence to the company’s disciplinary policy, after reporting workplace 

harassment and violations of company policies to Human Resources. 

 
 
Determination and Analysis 
 
For the second issue presented above, I find no reasonable cause to believe that 
retaliation occurred under the Charlottesville Human Rights Ordinance. I base my 
determination on the following analysis of the available evidence.  
 
 
Issue 2, Element 1: Did Complainant oppose what Complainant reasonably and in good 
faith believed to be an unlawful employment practice? 
 
As noted above in Issue 1, Element 1, Complainant opposed, and reported to Respondent 
Affiliate 1, workplace issues which she believed to be, if not unlawful, against company 
policy or in conflict with professional standards. However, the evidence does not support 
that Complainant reported race-based workplace harassment to Respondent Affiliate 1, 
Respondent Affiliate 2, or Witness 1. 
 
In her rebuttal, Complainant also stated that she believed her employment termination 
was connected to her having seen Witness 2 engaged in inappropriate behavior outside 
the building (E23, p.2, ln.12). Complainant presented a copy of an email that she sent to 
Respondent Affiliate 1 stating that she saw Witness 2 and another employee engaging in 
sexual behavior while at work (E17, p.2). However, the email was sent on December 10, 
2024, after Complainant’s employment had already been terminated. There is no 
evidence, aside from Complainant’s own statements, that Complainant had reported this 
behavior while employed, such that it could have prompted a retaliatory response by 
Respondent Company.  
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While Witness 2 was the only person that Complainant identified by name as both 
someone who engaged in and witnessed race-based harassment, there was no evidence 
showing that Complainant reported the race-based harassment or Witness 2’s sexual 
behavior to Respondent Affiliate 1, Respondent Affiliate 2, or Witness 1 during the time 
of her employment.  
 
 
Issue 2, Element 2: Did Respondent subject Complainant to adverse treatment? 
 
Respondent terminated Complainant’s employment on December 10, 2024 (E19, p.2, 
ln.19). 
 
 
Issue 2, Element 3: Was there a causal connection between Complainant’s protected 
activity and the adverse action? 
 
Complainant stated that after reporting hostile working conditions and several violations 
of company policy, she was abruptly terminated (A4, p.8). She also stated that the 
company failed to follow its own disciplinary procedures and that she was let go without 
any warning (A4, p.8). 
 
In email correspondence between Complainant and two other employees, on December 
10, 2024, after her employment was terminated, Complainant stated that she suspected 
she was fired for multiple reasons including having seen Witness 2 kissing another 
employee, breaching HIPAA by sending a question about a resident’s dietary needs using 
the clinical team email group, call outs, and a single medical error (E6). In that same email 
thread, she also stated that she felt that other employees used the clinical team email in 
a similar fashion, called out more frequently, and committed multiple medication errors 
but were not disciplined in the same manner as she was (E6, p.3).  
 
As described in Issue 1, Element 3, the evidence supports that Complaint’s employment 
was terminated for multiple medication errors, call outs, and misuse of the clinical team 
email, though not for asking about a resident’s dietary needs. Respondent Affiliate 1 
stated that the incident involving a resident’s dietary needs did not factor into the 
termination of Complainant’s employment (E19, p.3, ln.35). No evidence was presented 
showing whether other employees were disciplined differently due to call outs or 
medication errors. 
 
While there is evidence supporting Complainant’s reporting of general workplace 
concerns by email and text (E17), Complainant also claimed that she met with 
Respondent Affiliate 1 and Respondent Affiliate 2 in October 2024 to address the alleged 
harassment. However, there is no evidence supporting Complainant’s assertion that the 
meeting occurred or that she reported race-based harassment in any other manner. 
 
As Complainant stated, the time was short between Witness 1’s signing of Complainant’s 
second and third Documentations of Advisory on December 6, 2024, and the termination 
of Complainant’s employment on December 10, 2024. However, the incidents cited in the 
second and third Documentations of Advisory included a medication administration error, 
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and attendance issues on November 12, 2024, November 26, 2024, and December 5, 
2024 (E12 and E13). This coupled with the three medication errors cited in the first 
Documentation of Advisory (E14) present sufficient, non-retaliatory reasons for 
Respondent’s decision to terminate Complainant’s employment, as described in 
Respondent’s articulated reasons for its actions in Issue 1, Element 3. 
 
As noted above in Issue 1, Element 3, Respondent Company’s Employee Handbook 
states, “The Progressive Discipline Policy does not guarantee that all the steps will 
necessarily be followed! Depending upon circumstances and factors, such as the 
employee's past work record and seriousness of the offense, management reserves the 
right to enter into any level of disciplinary action, or termination, it deems appropriate. The 
use of progressive discipline does not alter the employment-at-will status of an 
employee.” (E16, p.22 [p.18 of the Handbook itself], sec.4). Respondent Company 
appears to have acted within the scope of the Employee Handbook when deciding to 
terminate Complainant’s employment. 
 
 
Summary of Findings and Recommendations 
 
There is insufficient evidence to find reasonable cause to believe employment 
discrimination on the basis of race or retaliation occurred in this case. Respondent 
Company presented sufficient evidence to support a non-discriminatory reason for its 
actions. 
 
It is noteworthy that there were no Documentations of Advisory or PIPs related to 
Complainant’s peer-to-peer relationships, even though Respondent Affiliate 1, 
Respondent Affiliate 2, and Witness 1 all claimed that this was a factor in the termination 
of Complainant’s employment. There may have been a missed opportunity during 
Complainant’s employment for dialogue about these relationships that could have 
revealed more information about the alleged harassment. If such a dialogue took place, 
there is no record of it in the evidence. 
 
Similarly, Complainant could have reported the alleged incidents of race-based 
harassment to her supervisor or Human Resources, naming the specific employees who 
engaged in the behavior and any witnesses, but there is no evidence that she did so, 
providing no opportunity for Respondent Company to address the allegations. 
 
Two aspects of Respondent Company policy seemed ambiguous based on the evidence. 
First, the guidance around the timing of medication administration varied between what 
was said to Complainant by Witness 1 and what was described in the Documentations of 
Advisory. Clarification of protocols could help alleviate similar concerns about the timing 
of medication administration in the future. Second, guidelines for appropriate use of the 
“clinical team” email group may need to be clarified, i.e. distinguishing the difference 
between a doctor sending a message to that group asking about updates regarding a 
resident’s rash versus Complainant notifying the group regarding a resident’s ability and 
right to engage in self-stimulation. A review of the purpose and use of that email group, 
coupled with more clarity around what should not be shared, may be valuable. 
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Next Steps 
 
Per Section 2-439.1(b) of the Ordinance, Complainant has the right to appeal the finding 
of no reasonable cause by filing a written request for review of the determination with the 
Human Rights Commission within 10 calendar days of receipt of this determination. Such 
a written request may be submitted to the Commission in the following ways: 
 

• By email: humanrights@charlottesville.gov 
 

• By mail: 
Charlottesville Human Rights Commission 
PO Box 911, Charlottesville, VA 22902 
 

• By hand delivery: 
Charlottesville Office of Human Rights  
507 East Main Street, Charlottesville, VA 22902 

 
When submitting a request for review, Complainant should reference Case 2025-2 and 
provide current contact information to enable follow-up communication from the 
Commission. 
 
This determination serves as notice of dismissal of Case 2025-2. If no request for review 
of this determination is made by Complainant within 10 calendar days of receipt of this 
notice, the determination and dismissal shall be considered final. 
 
 
 
 
 
 
Todd Niemeier 
Director 
City of Charlottesville 
Human Rights Commission 
Office of Human Rights 
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