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Civil Rights Division 
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Washington, D.C. 20530-0001 

  
 
 
 
 
 

Support for Investigation of Ongoing Unlawful DEI Practices at the 
University of Virginia and Request for Enforcement Action 

Dear Assistant Attorney General Dhillon:  

America First Legal Foundation (“AFL”) is a national nonprofit legal organization 
committed to upholding the rule of law and the constitutional guarantee of equal 
protection under the law for all Americans.  

We write in support of the U.S. Department of Justice’s (“DOJ”) April 28, 2025, letter 
to the University of Virginia (“UVA” or “the University”), which confirms what the 
facts now make undeniable: the University is operating programs based on race, sex, 
ethnicity, national origin, and other impermissible, immutable characteristics under 
the pretext of “diversity, equity, and inclusion” (“DEI”) in open defiance of federal 
civil rights law, controlling Supreme Court precedent, and Executive Orders issued 
by President Donald Trump.1 This letter puts UVA on notice that AFL is actively 
monitoring its compliance with these legal mandates, supports the DOJ’s 
enforcement efforts, and provides additional evidence that UVA has failed to 
dismantle its discriminatory DEI programs as required—choosing instead to rename, 
repackage, and redeploy the same unlawful infrastructure under a lexicon of 
euphemisms. 

 
1 Maggie Glass, Justice Department Accuses UVA of Failing to Dismantle DEI, NBC29 (Apr. 30, 2025), 
https://perma.cc/4J57-LKGN. 
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I. Federal Law Requires the Elimination of Discrimination Based on 
Race, Sex, Ethnicity, and Other Impermissible Characteristics 

On January 21, 2025, President Trump signed Executive Order No. 14151, titled 
“Ending Racial and Wasteful Government DEI Programs and Preferencing,” which 
categorically prohibits the use of any structures, policies, or practices that rely on 
race, skin color, ethnicity, national origin, or other impermissible, immutable 
characteristics to guide institutional decision-making.2 The following day, President 
Trump issued Executive Order No. 14173, titled “Ending Illegal Discrimination and 
Restoring Merit-Based Opportunity,”3 which revoked the Biden administration’s DEI 
directives and requires that federal agencies enforce long-standing civil rights laws 
uniformly, combat illegal DEI preferences, policies, and programs, and condition 
federal grants and contracts on certification that recipients, including public 
institutions like the University of Virginia, do not engage in such discriminatory 
practices. Together, these Orders make clear that publicly funded institutions have 
no permissible basis for maintaining DEI programs and assign them the affirmative 
obligation to end all discriminatory practices, whether labeled as “DEI” or any other 
euphemism for unlawful discrimination. 

On February 14, 2025, the U.S. Department of Education Office for Civil Rights 
(“OCR”) issued a Dear Colleague Letter clarifying the nondiscrimination obligations 
of institutions receiving federal funds4 under Title VI of the Civil Rights Act of 1964, 
42 U.S.C. § 2000d, the Equal Protection Clause of the Fourteenth Amendment, and 
other applicable federal civil rights laws.5 Accompanying the letter was a Frequently 
Asked Questions (“FAQ”) document6 explaining how OCR interprets the Supreme 
Court’s decision in Students for Fair Admissions, Inc. v. President & Fellows of 
Harvard College (SFFA), 600 U.S. 181 (2023), in the context of race-based 
classifications, preferences, and stereotypes prohibited under Title VI.7 While several 
federal courts have issued preliminary injunctions temporarily prohibiting OCR from 
enforcing the Dear Colleague Letter and FAQ, the principles articulated therein are 

 
2 Exec. Order No. 14151, 90 Fed. Reg. 8339 (Jan. 29, 2025), https://perma.cc/4XZP-KB4S.  
3 Exec. Order No. 14173, 90 Fed. Reg. 8633 (Jan. 31, 2025), https://perma.cc/8ASH-GVED. 
4 Dear Colleague Letter: Students for Fair Admissions v. Harvard and University of North Carolina, 
U.S. DEP’T OF EDUC. (Feb. 14, 2025), https://perma.cc/T4YA-TYFP. 
5 Id. 
6 Frequently Asked Questions About the Prohibition of Racial Preferences and Stereotypes Under Title 
VI of the Civil Rights Act of 1964, U.S. DEP’T OF EDUC., https://perma.cc/P8C4-QTF3. 
7 Id. 
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drawn directly from controlling precedent and existing federal law. Accordingly, UVA 
remains bound by the legal requirements of Title VI and the Equal Protection Clause. 

In accordance with these Executive Orders and controlling federal civil rights law, 
UVA’s Board of Visitors unanimously adopted a resolution on March 7, 2025, 
directing the University to immediately dismantle its DEI infrastructure.8 The 
resolution dissolved the University’s Office of Diversity, Equity, Inclusion and 
Community Partnerships and required UVA to  “ensure” that all of its “programs, 
policies, practices, and actions in every regard comply with the Equal Protection 
Clause of the U.S. Constitution, Title VI of the Civil Rights Act of 1964, and other 
federal civil rights laws.”9 It also expressly prohibited the use of racial proxies, 
strategic relabeling, or other indirect methods to “circumvent” anti-discrimination 
mandates—and barred the reclassification of DEI initiatives as “permissible” where 
they continue to rely on race, sex, and other identity-based distinctions. The 
resolution further obligated the University to report back to the Board within 30 days 
with a detailed accounting of its compliance efforts.10 

Despite the resolution’s clear directive, there is no public indication UVA responded 
to the Board of Visitors within the 30-day window, raising questions about the 
University’s noncompliance and transparency. The DOJ’s April 28 letter reinforced 
these concerns, formally placing UVA on notice for failing to comply with federal civil 
rights laws, recent Executive Orders, and its own governing board’s resolution.11  

According to that letter,12 the DOJ previously issued warnings to UVA’s 
undergraduate college and School of Law on April 11 and April 18, respectively—each 
citing the University’s continued use of racial preferences in violation of SFFA,13  and 
reaffirming the legal requirement to eliminate all programs and policies rooted in 

 
8 Resolution of the University of Virginia Regarding the Presidential Executive Order on Diversity, 
Equity, and Inclusion, 2025 UNIV. OF VA. BD. OF VISITORS PUB. MINS. 12938 (Mar. 7, 2025), 
https://perma.cc/5RLU-NX6U. 
9 Id.  
10 Id.  
11 Glass, supra note 1. 
12 Id. 
13 See SFFA, 600 U.S. 181. Although SFFA addressed admissions, federal guidance confirms its 
broader application. According to the U.S. Department of Education, “If an educational institution 
treats a person of one race differently than it treats another person because of that person’s race, the 
educational institution violates the law.” The Department further explains that federal law prohibits 
covered entities from using race in decisions related to “admissions, hiring, promotion, compensation, 
financial aid, scholarships, prizes, administrative support, discipline, housing, graduation, 
ceremonies, and all other aspects of student academic and campus life.” Dear Colleague Letter, supra 
note 4.  
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DEI discriminatory frameworks that result in differential treatment based on race, 
ethnicity, national origin, or other immutable characteristics.14 

On April 28, 2025, the DOJ intensified its inquiry, directing UVA to certify, with 
precision and particularity, that every division, school, and program—including the 
School of Law, School of Medicine, and Nursing School—had fully and completely 
complied with the Board of Visitors’ March 7 resolution. The DOJ again demanded 
that UVA provide a detailed accounting of every department, role, preference system, 
or title eliminated; disclosure of every individual who previously held any DEI-related 
position; and whether those individuals remain at UVA in any capacity. In no 
uncertain terms, the letter made clear that UVA’s legal obligations to identify and 
dismantle discriminatory programs remain unmet.15 

UVA is not exempt from the Constitution, federal civil rights laws, or binding 
Executive Orders that apply across the full range of university operations, including 
admissions programming, policy, training, recruitment, and public-facing services.  

II. UVA Is Circumventing Compliance by Rebranding DEI 
Infrastructure  

A. University-Wide Strategy to Evade Full Compliance  

Rather than comply with its legal obligations, UVA appears to have deliberately 
rebranded its discriminatory DEI infrastructure to evade accountability. Terms such 
as “Inclusive Excellence,”16 “Advocacy and Opportunity,”17 “Community 
Engagement,”18 “Strategic Wellness and Opportunity,”19 “Inclusion and Belonging,” 
and “Viewpoint Diversity”20—some of which were already embedded within its DEI 
framework—now serve as euphemistic labels across the University’s schools, 

 
14 We note that UVA may use “ethnicity” as a proxy for race or national origin in its program design 
and classification schemes. While “ethnicity” is not protected under Title VI, national origin is. Where 
institutions use ethnicity to indirectly achieve national origin-based distinctions or racial outcomes, 
such practices may still violate federal law and applicable Executive Orders. See 42 U.S.C. § 2000d; 
see also U.S. Dep’t of Just., Title VI Legal Manual 30–31 (2023). 
15 Id.  
16 Inclusive Excellence, UNIV. OF VA. DARDEN SCH. OF BUS., https://perma.cc/V5PC-C8HN.  
17 The Office for Advocacy and Opportunity, UNIV. OF VA.’S COLL. AT WISE, https://perma.cc/RB2R-
W3NR. 
18 Community Engagement and Health Outcomes Office, UVA HEALTH, https://perma.cc/5VVA-N69T.  
19 Office of Strategic Wellness and Opportunity, UNIV. OF VA. SCH. OF NURSING, https://perma.cc/44WW-
ZL62. 
20 Advancing Free Inquiry and Viewpoint Diversity at UVA, 2025 UNIV. OF VA. BD. OF VISITORS PUB. 
MINS. 12959 (Apr. 29), https://perma.cc/Z9JC-3JY5.  
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departments, administrative divisions, and official communications. What is 
unfolding is not bureaucratic oversight but a deliberate strategy to rebrand, relabel, 
and obscure DEI infrastructure, preserving its unlawful substance while shielding it 
from legal scrutiny.   

B. Inclusive Excellence DEI Framework 

At the center of UVA’s strategy is its continued use of the “Inclusive Excellence” 
framework—a university-wide model adopted in 2019 to implement DEI objectives 
across all institutional operations.21 This framework requires each academic and 
administrative unit to establish its own Inclusive Excellence planning team and 
develop tailored DEI implementation plans.22 These efforts are integral to the 
University’s strategic objectives set forth in UVA President James Ryan’s 2030 Plan, 
which enshrines “inclusivity” as a central component of institutional success.23 

UVA’s deployment of “Inclusive Excellence” is not unique. This framework, first 
developed in 2005 by the American Association of Colleges and Universities 
(“AAC&U”),24 has become the preferred national model for embedding DEI principles 
into the governance structures of colleges and universities.25 Replacing “diversity” 
with “inclusion” and “equity” with “excellence,” it recodes DEI language while 
advancing the same race-, sex-, and identity-based policy mandates.  

C. Darden School of Business  

The Darden School of Business (“Darden”) exemplifies UVA’s rebranding of 
discriminatory DEI practices. Replacing its “Diversity and Inclusion” webpage with 
an “Inclusive Excellence” page, Darden retains diversity-focused scholarships, 
programming, and a Chief Diversity Officer who oversees strategic implementation.26 
UVA’s website explicitly states that its inclusive excellence framework “infuse[s] 
inclusion and belonging into every aspect” of its “operation and culture.”27 UVA’s shift 
in language to “inclusion and belonging” is not a benign or unrelated initiative. It is 
part of the “Inclusive Excellence” model adopted in 2019 for the very purpose of 

 
21 Inclusive Excellence Framework Implementation at UVA, UNIV. OF VA. FACILITIES MGMT., 
https://perma.cc/DT7Z-UZVM. 
22 Id.  
23 2030 Strategic Plan: Strategic Goals, UNIV. OF VA. https://perma.cc/R5BA-PNLR. 
24 Making Excellence Inclusive: A Framework for Embedding Diversity and Inclusion into Institutional 
Practices and Policies, ASS’N OF AM. COLLS. & UNIVS. (2005), https://perma.cc/4G6X-G3TC. 
25 Current Member List, ASS’N OF AM. COLLS. & UNIVS., https://perma.cc/F2Y7-RPA9. 
26 Inclusive Excellence, supra note 16.  
27 Id.  
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embedding DEI across UVA and other universities across the country.28 By removing 
overt references to “diversity” while retaining the same discriminatory practices 
under euphemistic terms, UVA is not complying with federal law; it is rebranding its 
unlawful conduct.  

Nowhere is this clearer than in Darden’s “Scholarships for Inclusive Excellence.” 
These scholarships are backed by a $125 million endowment and prioritize applicants 
based on impermissible characteristics, including race (“under-represented 
minorities”), sex (“women”), identity (“LGBTQ students”), “international students” 
(“national origin”) and “Breakthrough Scholars”29—a Darden-specific awarded 
through the school’s inclusive excellence framework that’s part of its DEI-driven 
effort to shape a “diverse and inclusive student body.”30 By reserving awards for 
specific groups to ensure classrooms “reflect the diverse world,” these scholarships 
perpetuate UVA’s unlawful use of discriminatory preferences in its operations. 

Darden also partners with external organizations to offer scholarships that favor 
students based on impermissible characteristics, such as the Reaching Out MBA 
(ROMBA) Fellowship for LGBTQ+ students.31 This fellowship provides a minimum 
$20,000 scholarship and rewards applicants for their demonstrated commitment to 
promoting LGBTQ+ equality rather than academic or professional merit.32 While 
such preferences may not violate Title VI of the Civil Rights Act, which prohibits 
discrimination based on race, color, or national origin in federally funded programs, 
they contravene Executive Orders 14151 and 14173, which mandate equal treatment 
and prohibit policies favoring specific groups based on impermissible characteristics, 
including sex or gender identity. 

D. School of Medicine 

The UVA School of Medicine’s Office of Diversity, Equity & Inclusion, led by the 
Senior Associate Dean for DEI, serves as a central hub for embedding policies that 
prioritize race, ethnicity, sex, gender identity, and other impermissible 
characteristics across medical education, clinical training, and research.33 
Coordinating “diversity efforts” through a “Diversity Consortium” and “Diversity 

 
28 Equity, Innovation, and Excellence, ASS’N OF AM. COLLS. & UNIV. https://perma.cc/E2UP-FCV5. 
29 Financial Aid & Student Experience, UNIV. OF VA. DARDEN SCH. OF BUS., https://perma.cc/WB36-
CZSF. 
30 Id.  
31 External Scholarships, UNIV. OF VA. DARDEN SCH. OF BUS., https://perma.cc/8DNM-6JCD. 
32 Reaching Out MBA, ROMBA FELLOWSHIP, https://perma.cc/JA9C-A9A3. 
33 Diversity, Equity, and Inclusion, UNIV. OF VA. SCH. OF MED., https://perma.cc/4ZLG-VZ9V. 
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Strategic Plan,” that promotes “active affinity groups,” the office institutionalizes 
discriminatory practices under the guise of the 2019 “Inclusive Excellence” 
framework, ensuring that DEI priorities are integrated across the medical school’s 
core functions.34  

UVA’s School of Medicine does not merely endorse DEI; it institutionalizes it. 
According to the school’s official “Commitment to Diversity” policy—which remains 
in effect—all faculty, residents, fellows, staff, and students are required to 
“participate in and support diversity and inclusion” as “core values” of the school’s 
mission and Diversity Strategic Plan, which promotes “active affinity groups” and 
“holistic approaches to recruiting, pipeline, admissions and hiring processes.”35  

Declaring that “racism contributes to a public health crisis,” the policy further 
justifies recruiting and retaining “faculty, medical residents, staff, and students 
whose ‘diverse identities and backgrounds or experience’ bring value to educational 
or clinical experience of the school” and those from “all racial and ethnic groups; 
underrepresented groups such as persons with disabilities or gender identity or 
expression differences.”36 By explicitly prioritizing these protected characteristics 
over merit, this policy directly violates Title VI of the Civil Rights Act of 1964 and 
Title IX of the Education Amendments of 1972,37 which prohibit sex-based 
discrimination, including gender identity, as well as Executive Orders 14,151 and 
14,173.  

The UVA School of Medicine’s “Diversity Consortium” is the institutional advisory 
mechanism appointed by the Dean of Medicine to embed discriminatory policies 
favoring race, sex, ethnicity, gender identity, and sexual orientation across every tier 
of medical education, training, and patient care.38 It systemically targets students, 
Graduate Medical Education trainees, faculty, staff, patients, and the broader 
community, ensuring that no facet of the institution escapes the reach of DEI 
orthodoxy. Anchored by the School’s Diversity Strategic Plan, which proclaims 
diversity “a core component of our mission and a necessary foundation for achieving 
excellence in patient care, education, research, and community engagement,” the 
Consortium convenes “Diversity Consortium meetings” monthly and “as often as 
necessary to carry out its missions […].”39 The Consortium reports directly to a 

 
34 Diversity Overview, UNIV. OF VA. SCH. OF MED., https://perma.cc/EFR3-XZ7L.  
35 Commitment to Diversity, UNIV. OF VA. SCH. OF MED., https://perma.cc/X6QE-HHAL. 
36 Id.  
37 42 U.S.C. § 2000d, et seq.; 20 U.S.C. §§ 1681–1688. 
38Diversity Overview, supra note 34.  
39 Id.  
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“Diversity and Inclusion Steering Committee” led by the Dean and senior leadership, 
establishing a top-down command structure that makes DEI not just a priority, but 
a governing doctrine across the entire School of Medicine.40  

Individual departments within the School of Medicine are also deeply engaged in 
operationalizing DEI mandates. For example, the Family Medicine department plays 
an active and visible role in implementing DEI ideology across clinical education. Its 
official webpage affirms a commitment to health equity, diversity, and inclusion in 
medical education, clinical care, and community engagement.41 The department 
“aims to recruit and train residents that reflect the demographics” of its community 
and patients through a “holistic approach to recruitment” reflected in the 
“Commitment to Diversity” policy, cultivates DEI-focused leadership roles and 
mentorship opportunities, and endorses ongoing training to address systemic 
inequities in healthcare.42 A dedicated “Diversity and Inclusion Committee” is 
charged with promoting “equity, diversity, and inclusion” within the Family Medicine 
department and ensuring that progress “aligns with the School of Medicine’s diversity 
plan.”43 

Beyond its policy infrastructure, the Family Medicine Department uses its health 
equity curriculum as a vehicle for ideological indoctrination. Residents are trained to 
act not merely as clinicians, but as social advocates for “health equity,” who are 
taught to link “present-day health disparities” to the University’s  founding by 
Thomas Jefferson and its “legacy” of slavery and segregation.44 According to its 
website, the Family Medicine program aims to produce physicians who will act as 
“advocates for their patients at the clinic, health system, community, state, national, 
and international level.”45 To meet this objective, residents learn about “social 
determinants of health, health disparities, the social structures that create and 
perpetuate health disparities, and the actions family physicians can take to effect 
change for the promotion of health equity.”46 

The curriculum specifically focuses on the historical and present-day impact of racism 
on health disparities. Residents are taught to view present-day health disparities in 
Charlottesville and Albemarle County through this historical lens and are 

 
40 Id.  
41 Diversity and Inclusion, UNIV. OF VA. SCH. OF MED., https://perma.cc/3DAX-NH9P. 
42 Id.  
43 Id.  
44 Id.  
45 Id.  
46 Id.  
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encouraged to embrace “racial justice” as an organizing principle for medical practice. 
According to UVA, this context makes Charlottesville “a prime location for training 
family physicians to become advocates for health equity”—a goal that subordinates 
medical neutrality to ideological activism. 47 

To further these aims, UVA operates “Discover Medicine,” a pipeline program 
sponsored by the Student National Medical Association, which brings 
underrepresented high school and college students to campus for monthly sessions 
over the course of a year.48 The program is designed to increase the number of 
minority applicants to UVA’s medical school by providing early exposure and tailored 
mentorship opportunities based explicitly on race and ethnicity.49 These types of 
identity-based recruitment efforts are irreconcilable with federal civil rights law, 
which prohibits public institutions from conferring preference or opportunity based 
on prohibited immutable traits. 

In addition to embedding DEI principles across its academic and administrative 
infrastructure, the UVA School of Medicine offers several scholarships and programs 
that explicitly consider race, sex, national origin, ethnicity, and other identity-based 
criteria in their eligibility requirements. Representative examples include: 

• The “Underrepresented in Medicine Visiting 4th Year Scholarship” offered by 
UVA’s Department of Orthopaedic Surgery explicitly prioritizes applicants 
who “come from backgrounds underrepresented in medicine (Black/African-
American, LatinX, Native American, Asian/Pacific Islander, Alaskan Native, 
female, LGBTQ+).”50 

• The Ridley Scholarship Program “seeks to attract Black students of the highest 
academic caliber and build a community of learning, leadership, and legacy for 
Black students at the University of Virginia.”51 

• The Reider/Otis Scholarship provides a “one-time gift of $5,000 to an LGBTQ 
student or to students who have demonstrated a willingness to advance the 
rights and acceptance of the LGBTQ community.”52 

• The Herring Scholarship awards $5,000 to a student who “demonstrates 
leadership, citizenship, and fellowship and has actively supported, through 

 
47 Id.  
48 Discover Medicine, UNIV. OF VA. SCH. OF MED., https://perma.cc/3LJ8-LUFK.  
49 Id.  
50 Underrepresented in Medicine Visiting 4th Year Scholarship to UVA’s Orthopaedic Surgery 
Department, UVA HEALTH DEP’T OF ORTHOPAEDIC SURGERY, https://perma.cc/VEH9-3LHE. 
51 Student Resources, UNIV. OF VA. SCH. OF MED., https://perma.cc/89TN-ETFX. 
52 Id. 
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volunteerism and advocacy, the LGBTQ Center at the University of 
Virginia.”53 

• The Peter Page Scholarship awards a $10,000 “merit scholarship” that is 
exclusively restricted to “highly motivated gay male students.”54  

• The V. Shamim Sisson Ally of the Year Award seeks to recognize a UVA 
community member—student, faculty, staff, or alumnus—who has “gone above 
and beyond in their daily life in supporting the LGBTQ community, furthering 
the rights and acceptance of queer-identified individuals at the university and 
beyond.” The award claims to bring “necessary attention to the important role 
that allies play in the fight for equality, social justice, and the acceptance of 
the LGBTQ community.”55 

• UVA’s General Surgery Visiting Student Scholarship offers up to $1,500 in 
travel and housing assistance to visiting medical students whose 
“backgrounds, interests, or goals” are expected to “bring diverse experiences 
and interests” to the department. The stated purpose of the scholarship is to 
immerse students in the department’s “inclusive culture and welcoming 
environment,” with the goal of encouraging underrepresented students to 
pursue careers in surgery and academic medicine through targeted mentoring 
and networking opportunities.56 

• The de Lange Diversity and Inclusion Fund provides financial support to 
residents who demonstrate a commitment to advancing “diversity and 
inclusion in the field of Radiology.” The scholarship encourages applicants to 
join UVA’s Department of Radiology to promote DEI-related goals through 
“education, service, leadership, and other initiatives.”57 

• Summer Internships target “racially and ethnically diverse students” to 
develop a “cadre of diverse individuals” who can “carry the basic science 
research discoveries into the clinical realm for the betterment of the human 
conditions.”58  

• The Department of Orthopaedic Surgery offers an “Underrepresented in 
Medicine” Scholarship that prioritizes “students who come from backgrounds 
underrepresented in medicine (Black/African-American, LatinX, Native 
American, Asian/Pacific Islander, Alaskan Native, female, LGBTQ+).”59 

 
53 Id.  
54 UVA HEALTH DEP’T OF ORTHOPAEDIC SURGERY, supra note 50.  
55 Id.  
56 Id.  
57 Id.  
58 Id. 
59 Id. 
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By conditioning scholarship access on race, sex, and sexual orientation, UVA’s 
medical school is operating a preferential system that denies equal opportunity in 
violation of federal law, Supreme Court precedent, and binding executive directives. 

E. Other UVA Departments 

UVA Wise—the University’s public liberal arts college governed by the same Board 
of Visitors and President as the main campus—quietly rebranded its “Office for 
Diversity, Equity, and Inclusion” as the “Office for Advocacy and Opportunity,”60 
while preserving the same ideological mission and functions. The Office’s Facebook 
page further illustrates this rebranding. As recently as December 31, 2024, 61 the page 
displayed its former DEI-related name.62 The unchanged URL and years-long archive 
of DEI-related content suggest that only the label, not the underlying function, has 
changed.  

Despite changing the name on its Facebook page, UVA Wise is also an institutional 
member of the AAC&U and continues to advance discriminatory policies and 
practices by adhering to the “Inclusive Excellence” model. Its DEI office states that it 
is committed to “social justice,” defined as a “process” that seeks to redistribute 
“resources, opportunities, and responsibilities,” challenge “oppression and injustice” 
and build “solidarity” through collective action.63 Within UVA Wise’s learning 
communities, faculty are expected to “aspire to address inequality and promote 
equity,” with course learning objectives required to align with “Inclusive Excellence” 
principles.64 These are not abstract ideals—they are policy directives that allocate 
benefits and burdens according to race, sex, and other protected characteristics in 
direct violation of federal law. 

Similarly, UVA Health repackaged its former Diversity, Equity & Community 
Engagement operation into a “Community Engagement and Health Outcomes 
Office”—complete with identical commitments to equity and representation under a 
healthcare label.65 This Office promotes health equity and LGBTQ+ and transgender-
focused healthcare services, phrasing frequently used as proxies for DEI-based 
prioritization.66 According to its public-facing mission, the Office is committed to 

 
60 The Office of Advocacy and Opportunity, supra note 17.  
61 When did UVA Wise start its Office for Advocacy and Opportunity? GOOGLE, 
https://perma.cc/U4AM-R7F4 (search result). 
62 UVA Wise - Office for Advocacy and Opportunity, FACEBOOK, https://perma.cc/H4D2-A6FM. 
63 Inclusive Excellence, UNIV. OF VA.’S COLL. AT WISE, https://perma.cc/X75U-HBJ4.  
64 Id.  
65 Community Engagement and Health Outcomes Office, UVA HEALTH, https://perma.cc/84U4-4BHE.  
66 Mission & Goals, UVA HEALTH, https://perma.cc/V6N7-XLVT. 
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“fostering an environment of belonging that promotes justice, equity, diversity, 
inclusion, and unity throughout the organization and within the communities” it 
serves.67 Its stated goals further include addressing “social disparities and health 
inequities that negatively impact our historically marginalized and underrepresented 
communities,” and developing “DEI trainings” to “increase the capacity for 
courageous conversations and cultural competency.”68 UVA Health also features 
publicly available training materials and video content focused on “racism against 
providers”—framing clinical interactions and staffing through the same race-based 
DEI ideology that federal law prohibits. 

The UVA Library,69 School of Nursing,70 and Graduate School of Arts & Sciences71 all 
continue to operate “Inclusive Excellence” or IDEA (“Inclusion, Diversity, Equity, 
Accessibility”) frameworks. The UVA Library, for example, maintains a race-focused 
“Inclusive Excellence Plan” built around “anti-racist practice and pedagogy,” 
“diversity dashboards,” and a mandate to “prioritize equity in all [Library] decision-
making.”72 None of these programs show any indication of having been dismantled. 
There is no indication that UVA has identified these programs as violating federal 
law and recent executive orders requiring them to be disclosed and dismantled.  

F. Legal Noncompliance and the Need for Accountability  

UVA’s actions constitute deliberate concealment in clear violation of the law. The 
Constitution, Title VI, and Presidential Executive Orders require dismantling these 
systems, not simply rebranding them. Discrimination by another name is still 
discrimination. 

III. UVA Is Engaged in a Coordinated Strategy to Preserve DEI and 
Undermine Federal Oversight  

On April 29, 2025—just three days before UVA’s response deadline to the DOJ—
UVA’s Board of Visitors adopted the “Advancing Free Inquiry and Viewpoint 

 
67 Id. 
68 Id.  
69 The UVA Library’s Inclusive Excellence Plan, UNIV. OF VA. LIBR., https://perma.cc/A8EW-445S. 
70 Inclusion, Diversity & Excellence Achievement, UNIV. OF VA. SCH. OF NURSING, 
https://perma.cc/6VVP-C4ZB.   
71 Diversity, Equity and Inclusion Initiatives & Resources, UNIV. OF VA. DEP’T OF CHEMISTRY, 
https://perma.cc/P62J-U952.  
72 The UVA Library’s Inclusive Excellence, supra note 69.  
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Diversity at UVA”73 resolution, rescinding portions of its 2020 resolution74 endorsing 
the Racial Equity Task Force’s $1 billion DEI agenda for race-based hiring, 
programming, enrollment targets75 and “numerical goals for student and faculty 
composition of students and faculty.”76 

While the April 29 resolution claims the University has “made progress” toward 
dismantling DEI in accordance with the March 7 directive, it simultaneously asserts 
that “additional work remains to be done to ensure and advance open inquiry” and to 
cultivate “citizen leaders.”77 President Ryan and the Board called on UVA to 
“strengthen efforts to ensure that the University is truly inclusive and welcoming 
community,” and are establishing a working group—not to guide the University into 
compliance with federal law and the President’s Executive Orders, but  to “promote 
open inquiry, constructive conversation across differences, and development of a civic 
mindset.”  

Rather than marking a clear break from race-conscious policies and the DEI 
discriminatory framework that continues to permeate the University, the resolution 
simply shifts the rhetoric—substituting “viewpoint diversity” for DEI terminology. It 
tasks University leadership to build a “truly inclusive and welcoming community,” 
and emphasizes the ability of students, faculty, and staff to “express politically 
diverse views,” “engage in constructive discussion across differences,” and “respond 
to competing perspectives in good faith.” 

Framed in terms traditionally associated with the First Amendment, the resolution 
obscures rather than dismantles UVA’s DEI infrastructure. Terms like “open 
inquiry,” “inclusivity,” and “viewpoint diversity” are deployed as euphemisms to 
preserve the ideological commitments of DEI while insulating the University from 
legal risk. These less overtly discriminatory phrases substitute rhetorical neutrality 
for ideological neutrality, allowing the University to preserve race- and sex-conscious 
policies under the more legally palatable label of “viewpoint diversity.” In doing so, 
UVA mirrors a broader national trend in higher education: rename without reform. 

 
73 Advancing Free Inquiry and Viewpoint Diversity at UVA, 2025 UNIV. OF VA. BD. OF VISITORS PUB. 
MINS. 12959 (Apr. 25. 2025), https://perma.cc/P8PE-Q2AU.  
74 UVA Board of Visitors Endorses Goals Presented by the Racial Equity Task Force, UVA TODAY (Sept. 
11, 2020), https://perma.cc/WG8A-4PBD.  
75 Racial Equity Task Force Releases Report, 12 Key Recommendations for Action, UVA TODAY (Aug. 
10, 2020), https://perma.cc/Q2UP-WKK8.  
76 Advancing Free Inquiry and Viewpoint Diversity at UVA, supra note 73. 
77 Id.  



 

 14 

Furthermore, the resolution neither disavows the broader framework established 
under the Task Force’s plan nor accounts for what became of the nearly $1 billion 
previously committed to the implementation and funding of UVA’s Division of 
Diversity, Equity, and Inclusion. UVA has not disclosed whether those funds were 
redirected, suspended, or quietly preserved under renamed programs. Its vague 
reference to having “made progress” raises more questions than it answers and 
underscores the gap between rhetorical compliance and substantive reform.  

This practice of renaming legally noncompliant UVA initiatives extends beyond 
semantic rebrands. On April 22, 2025, shortly before the adoption of its most recent 
resolution, UVA President Ryan joined more than 500 university leaders in signing 
a national statement published by the AAC&U opposing what they characterize as 
federal government “overreach” and “political interference” in higher education.78 
The statement asserts that colleges and universities must remain free to determine 
whom to admit, what to teach, and how to teach it, and that protecting these “defining 
freedoms” is essential to higher education.79 By aligning himself with this initiative, 
President Ryan has publicly signaled opposition to the very federal oversight 
mechanisms required to bring UVA into compliance with civil rights law. 

IV. UVA Has Retained Its DEI Infrastructure Through Strategic 
Rebranding and Personnel Relabeling 

The April 28, 2025, DOJ letter explicitly requested an accounting of each individual 
who previously held a DEI-related title or responsibility.80 UVA has yet to publicly 
provide the DOJ with this information. Instead, staff formerly identified with DEI 
programming have received new titles, such as “global recruiting,” “community 
engagement,”81 or “opportunity” leads, while performing the same functions. 
Websites, job descriptions, and administrative materials reveal a university-wide 
pattern of renaming roles, updating department titles, and recoding diversity 
programming under vague euphemisms. 

UVA’s admissions and recruiting offices have quietly rebranded staff titles and 
reorganized roles to maintain DEI programming under different names. These 
positions were initially created following President Biden’s 2021 Executive Order 

 
78 Public Statement, Ass’n of Am. Colls. & Univs., A Call for Constructive Engagement (Apr. 22, 2025), 
https://perma.cc/3W7B-JRQM.  
79 Id.  
80 Advancing Free Inquiry and Viewpoint Diversity at UVA, supra note 73. 
81 Chief Community Engagement & Health Outcomes Officer, UVA HEALTH, https://perma.cc/ANF3-
UWYN.  
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13,985, which mandated equity-driven initiatives across federally funded 
institutions.82 Public records reveal that individuals who once held positions 
explicitly titled with “Diversity, Equity, and Inclusion”83 now appear under less 
overtly discriminatory titles.84  

For example:  

• Christian P.L. West, who previously served as “Senior Director of Global 
Diversity, Equity and Inclusion Recruiting,”85 now holds the rebranded title of 
“Senior Director of Global Recruiting.”86 However, the underlying job 
description remains virtually unchanged and still emphasizes diversity-
focused pipelines and partnerships with DEI-affiliated partner organizations. 
These include the Consortium for Graduate Study in Management—whose 
stated mission is to reduce the underrepresentation of African Americans, 
Hispanic Americans, and Native Americans in the member school’s enrollment 
and management;87 ROMBA, which awards fellowships to applicants based on 
LGBTQ+ identity and advocacy, and the Management Leadership for 
Tomorrow (MLT)—an identity-based recruitment network that seeks to 
“correct the dramatic underrepresentation of minorities in leadership 
positions.”88  

• Similarly, Jannatul Pramanik transitioned from “Associate Director, Global 
Diversity, Equity and Inclusion”89 to “Associate Director, Global Recruiting.”90 
As with West, there is no indication that the substance of Pramanik’s DEI-
related role has changed.  

• Rachel Spraker, formerly titled “Assistant Vice President for Diversity and 
Inclusion,” now serves as “Assistant Vice President for Equity and Inclusive 

 
82 Connect with Darden, UNIV. OF VA. DARDEN SCH. OF BUS., https://perma.cc/6B37-XX5M (archived 
July 27, 2021).   
83 Connect with Darden, UNIV. OF VA. DARDEN SCH. OF BUS., https://perma.cc/7V87-CEGR (archived 
Dec. 2, 2024). 
84 Connect with Darden, UNIV. OF VA. DARDEN SCH. OF BUS., https://perma.cc/VDM4-N7ZQ (archived 
May 4, 2025). 
85 Christian West, UNIV. OF VA. DARDEN SCH. OF BUS., https://perma.cc/B3LU-GRJY (archived June 13, 
2024).   
86 Christian West, UNIV. OF VA. DARDEN SCH. OF BUS., https://perma.cc/EL9D-B2UX. 
87 Consortium Application Process, UNIV. OF VA. DARDEN SCH. OF BUS., https://perma.cc/V7TZ-H84S. 
88 Admissions Blog: Management Leadership for Tomorrow: Darden’s MLT Partnership Supports 
Talented Students from Diverse Backgrounds, UNIV. OF VA. DARDEN SCH. OF BUS. (Aug. 17, 2022), 
https://perma.cc/RH4B-4EBZ. 
89 Jannatul Pramanik, UNIV. OF VA. DARDEN SCH. OF BUS., https://perma.cc/V8DL-2JKN (archived 
Jan. 19, 2025). 
90 Jannatul Pramanik, UNIV. OF VA. DARDEN SCH. OF BUS., https://perma.cc/S8D6-LXLH (archived 
May 4, 2025). 
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Excellence.”91 This superficial rebranding followed the March 7, 2025, vote by 
UVA’s Board of Visitors to dissolve the Office of Diversity, Equity, Inclusion, 
and Community Partnerships. Yet, despite this formal dissolution, Spraker 
remains publicly listed in UVA’s directory as affiliated with the supposedly 
dissolved DEI office—and all her listed departmental ties are exclusively DEI-
related.92 She continues to develop and implement policies and programs 
aimed at advancing “representational diversity,” “inclusive capacity,” and 
“belonging” throughout the University. Her tenure at UVA has been 
exclusively dedicated to promoting DEI principles. Publicly, Spraker has 
espoused radical views, describing “whiteness” as inherently toxic93 and urging 
institutions to “decenter dominant norms.” She frames her work as a form of 
“institutional transformation” rooted in identity politics and “liberatory” 
practices.94 These statements and her continued employment make clear that 
UVA has not dismantled DEI—it has fortified it under a different 
nomenclature. 

• Mark C. Jefferson, J.D., who previously served as the UVA School of Law’s 
“Assistant Dean for Diversity, Equity, and Belonging,” now holds the retitled 
position of “Assistant Dean for Community Engagement”95 and leads the newly 
created “Office of Community Engagement and Equity,”96—rebranded as a 
program to promote “Free Expression” at UVA law school.97 Jefferson formerly 
worked on “Community Engagement and Equity” at Harvard Law and has 
been focused on implementing DEI initiatives at UVA Law School since 2021.98 
However, Jefferson’s new job description omits his former DEI role at UVA 
entirely.99 Jefferson’s office continues to organize DEI programming, facilitate 
affinity group collaboration, and promote institutional efforts aimed at 
“strengthening and advancing the school’s commitment to being a welcoming, 
supportive and equitable institution.”100 

 
91 Rachel Spraker, UNIV. OF VA., https://perma.cc/AL2E-JWSP (archived May 4, 2025). 
92 Rachel Spraker, UNIV. OF VA., https://perma.cc/3Z2C-6XVN (archived May 5, 2025). 
93 The Jefferson Council, UVA's Rachel Spraker on Allyhood and the Toxicity of Whiteness, YOUTUBE 
(Feb. 23, 2024), https://perma.cc/UR2X-4WHE.  
94 Id.  
95 Community Engagement Office, UNIV. OF VA. SCH. OF L., https://perma.cc/8FJZ-ACWR. 
96 Resources for Community Members, UNIV. OF VA. SCH. OF L., https://perma.cc/T9K7-ZQBP. 
97 Programs Supporting Free Expression, UNIV. OF VA. SCH. OF L., https://perma.cc/FS8J-L2MJ. 
98 Mark Jefferson Named Inaugural Assistant Dean for Diversity, Equity and Belonging, UNIV. OF VA. 
SCH. OF L., https://perma.cc/TLN5-ACXM. 
99 Mark C. Jefferson, UNIV. OF VA. SCH. OF L., https://perma.cc/5H5J-LA9V.  
100 Id.  
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• Dr. Tracy M. Downs previously served as UVA Health’s “Chief Diversity and 
Community Engagement Officer”101 and is still prominently featured on the 
School of Medicine’s DEI webpage as its leading official.102 Following the 
March 7 directive by the Board of Visitors, UVA quietly rebranded Dr. Downs’ 
title—removing “Diversity” and renaming the role “Chief Community 
Engagement & Health Outcomes Officer.”103 At the same time, UVA privatized 
a School of Medicine video104 still featured on its website, in which Dr. Downs, 
under his former title, openly promotes race-based discriminatory hiring 
practices and DEI-driven institutional policies.105 Despite these cosmetic 
changes, Dr. Downs continues to serve as the Senior Associate Dean for DEI 
in the School of Medicine and retains oversight of “all aspects of diversity, 
equity, and inclusion in the [School of Medicine], including the Office of 
Diversity and all DEI efforts among the different departments and centers.”106 
He also serves on UVA’s Diversity Consortium—the School of Medicine’s 
internal advisory body responsible for advancing DEI programs and policies 
across education, research, clinical care, and community engagement.107 The 
Consortium reports directly to the Diversity and Inclusion Steering 
Committee, which includes Dr. Downs and other senior institutional DEI 
leaders.  

These are a few examples of a broader and deliberate institutional pattern. Across 
departments, titles, and public-facing materials, UVA has implemented a coordinated 
strategy to preserve its DEI infrastructure under a new lexicon—one designed to 
create the illusion of compliance while maintaining the same discriminatory 
framework. UVA has received more than $348.7 million in federal funding since 2021, 
including $190 million annually from the National Institutes of Health.108  
Compliance with federal nondiscrimination laws is, therefore, not optional—it is a 
binding legal obligation.  

 
101 Diversity Overview, UNIV. OF VA. SCH. OF MED., https://perma.cc/4VTT-6UX7 (archived Feb. 15, 
2025). 
102 Diversity Overview, supra note 34.  
103 Chief Community Engagement & Health Outcomes Officer, UVA HEALTH, https://perma.cc/7GSL-
KGL5. 
104 Diversity Overview, supra note 101, (reflecting privatization of DEI-related video). 
105 UVA Health, Tracy Downs, MD, FACS, on Being the Inaugural Chief Diversity of Community 
Engagement at UVA Health, YOUTUBE (Sep. 14, 2021), https://perma.cc/P8MU-T7P8. 
106 Diversity Overview, supra note 34. 
107 Id. 
108 NAT’L INSTS. OF HEALTH, U.S. DEP’T OF HEALTH & HUM. SERVS., NIH Awards by Organization: 
University of Virginia, REPORT, https://perma.cc/YX36-DFEJ. 
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V. Requested Investigatory and Enforcement Actions 

The facts are clear: UVA continues to operate programs and policies that violate 
federal civil rights laws and binding Executive Orders, including those prohibiting 
discrimination based on race, sex, and national origin. Although the Board of Visitors 
formally voted to dismantle DEI, the University did not do so. Instead, it created a 
“viewpoint diversity” working group—an effort that merely repackages DEI under 
new terminology while preserving its core structure. This is not legal ambiguity but 
institutional defiance, thinly veiled as reform. 

UVA’s continued reliance on semantic evasions and bureaucratic relabeling does not 
satisfy the law. This letter is submitted in support of the Department of Justice’s 
oversight and in the interest of securing UVA’s full, transparent, and substantive 
compliance with President Trump’s Executive Orders and applicable federal civil 
rights statutes. 

To ensure full and verifiable compliance with federal civil rights laws and Executive 
Orders 14151 and 14173, we respectfully request that the Department of Justice: 

1. Direct UVA to cease all race-, sex-, and identity-based policies, programs, and 
practices across all departments, administrative units, and affiliated schools, 
including any initiatives operating under rebranded euphemisms, including, 
but not limited to, “Inclusive Excellence,” “Belonging and Inclusion,” “Advocacy 
and Opportunity,” “Community Engagement,” or “Viewpoint Diversity.” 

2. Require UVA to dismantle any remaining DEI offices, roles, or committees, 
including working groups or steering bodies—that promote, implement, or 
sustain race, sex, and other identity-based classifications, preferences, or 
treatment in violation of federal law and Executive Orders 14151 and 14173.  

3. Obtain a formal written certification from the University President confirming 
full compliance with Title VI of the Civil Rights Act of 1964, the Equal 
Protection Clause, Executive Orders 14151 and 14173, the March 7 directive 
issued by UVA’s Board of Visitors, and the DOJ’s April 28 letter. This 
certification must include a list of all dismantled DEI-related programs, 
positions, and policies. 

4. Compel disclosure of all faculty, staff, administrators, and personnel across all 
UVA divisions who currently hold or previously held any DEI-related title, 
responsibility, or funded position since January 2021, and confirm whether 
those roles have been eliminated, repurposed, or renamed.  
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5. Audit all federal funding received by UVA from FY 2021 to present, including 
any awards, contracts, or grants supporting DEI-related programs, and 
determine whether such funds are being used to sustain preferential systems 
based on race, sex, ethnicity, national origin, and other impermissible, 
immutable characteristics in violation of federal law or Executive Orders 
14151 and 14173. If so, DOJ should take immediate steps to suspend, 
terminate, or condition future funding in accordance with applicable law and 
federal enforcement authority. 

UVA must understand: misdirection is not compliance, and rebranding is not reform. 
Substantive legal obligations cannot be satisfied by cosmetic name changes or 
institutional sleight of hand. We trust this submission will support the DOJ’s 
oversight and encourage the University to take meaningful, lawful action. 

As the Supreme Court has made clear, “The Constitution deals with substance, not 
shadows.”109 UVA may rename its policies, but if the underlying discrimination 
remains, so does the violation.  

Thank you in advance for your attention to this matter.  

 
Sincerely, 
/s/ Megan Redshaw 
America First Legal Foundation 

 
 

Cc: Jeffrey Morrison, Senior Counsel, Civil Rights Division, U.S. Department of 
Justice  
Craig Trainor, Acting Assistant Secretary for Civil Rights, U.S. Department 
of Education  
Anthony Archeval, Acting Director, Office for Civil Rights, U.S. Department 
of Health and Human Services  
President James E. Ryan, President, University of Virginia 
Rector Robert D. Hardie, Board of Visitors, University of Virginia  
Clifton M. Iler, Office of the University Counsel, University of Virginia 

 
109 600 U.S. at 213 (quoting Cummings v. Missouri, 71 U.S. (4 Wall.) 277, 325 (1867)). 
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400 MARYLAND AVE. S.W., WASHINGTON, DC 20202-1100 
www.ed.gov 

The Department of Education’s mission is to promote student achievement and preparation for global competitiveness by fostering 
educational excellence and ensuring equal access. 

UNITED STATES DEPARTMENT OF EDUCATION 
OFFICE FOR CIVIL RIGHTS 

THE ACTING ASSISTANT SECRETARY

February 14, 2025 

Dear Colleague: 

Discrimination on the basis of race, color, or national origin is illegal and morally 
reprehensible. Accordingly, I write to clarify and reaffirm the nondiscrimination 
obligations of schools and other entities that receive federal financial assistance from 
the United States Department of Education (Department).1 This letter explains and 
reiterates existing legal requirements under Title VI of the Civil Rights Act of 1964,2 the 
Equal Protection Clause of the United States Constitution, and other relevant 
authorities.3

In recent years, American educational institutions have discriminated against students 
on the basis of race, including white and Asian students, many of whom come from 
disadvantaged backgrounds and low-income families. These institutions’ embrace of 
pervasive and repugnant race-based preferences and other forms of racial discrimination 
have emanated throughout every facet of academia. For example, colleges, universities, 
and K-12 schools have routinely used race as a factor in admissions, financial aid, hiring, 
training, and other institutional programming. In a shameful echo of a darker period in 
this country’s history, many American schools and universities even encourage 
segregation by race at graduation ceremonies and in dormitories and other facilities.  

1 Throughout this letter, “school” is used generally to refer to preschool, elementary, secondary, 
and postsecondary educational institutions that receive federal financial assistance from the 
Department. 
2 Title VI provides that: “No person in the United States shall, on the ground of race, color, or 
national origin, be excluded from participation in, be denied the benefits of, or be subjected to 
discrimination under any program or activity receiving Federal financial assistance.” 42 U.S.C. 
§ 2000d, et seq.; 34 C.F.R. § 100, et seq.
3 This document provides significant guidance under the Office of Management and Budget’s
Final Bulletin for Agency Good Guidance Practices, 72 Fed. Reg. 3432 (Jan. 25, 2007). This
guidance does not have the force and effect of law and does not bind the public or create new
legal standards. This document is designed to provide clarity to the public regarding existing
legal requirements under Title VI, the Equal Protection Clause, and other federal civil rights
and constitutional law principles. If you are interested in commenting on this guidance, please
email your comment to OCR@ed.gov or write to the following address: Office for Civil Rights,
U.S. Department of Education, 400 Maryland Avenue, S.W., Washington, D.C. 20202. For
further information about the Department’s guidance processes, please visit the Department’s
webpage here.

On April 24, 2025, a federal court enjoined the Department from "enforcing and/or implementing" the following: Dear Colleague Letter: Title VI of the Civil Rights Act in 
Light of Students for Fair Admissions v. Harvard (Feb. 14, 2025), Frequently Asked Questions About Racial Preferences and Stereotypes Under Title VI of the Civil Rights 
Act (first issued on Feb. 28, 2025), End DEI Portal, and Reminder of Legal Obligations Undertaken in Exchange for Receiving Federal Financial Assistance and Request for 
Certification Under Title VI and SFFA v. Harvard (April 3, 2025) (certification requirement) against the plaintiff National Education Association, et al., its members, and 
any entity that employs, contracts with, or works with its members. See, Nat'l Educ. Ass'n v. United States Dep't of Educ., No. 25-CV-091-LM (D.N.H. Apr. 24, 2025). As a 
result, the Department of Education’s Office for Civil Rights will not take any enforcement action, or otherwise implement, the February 28, 2025, Dear Colleague Letter, 
associated FAQs, the End DEI Portal, or the certification requirement until further notice. 
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