September 5, 2017
The Honorable Charles Grassley
Chairman
Senate Committee on the Judiciary
224 Dirksen Senate Office Building
Washington, D.C. 20510

The Honorable Dianne Feinstein
Ranking Member
Senate Committee on the Judiciary
152 Dirksen Senate Office Building
Washington, D.C. 20510

Re: Opposition to the Nomination of Eric S. Dreiband
Dear Senators Grassley and Feinstein:
The National Women’s Law Center (the Center), an organization that has advocated on behalf
of women and girls for forty-five years, writes to express its strong opposition to the
nomination of Eric S. Dreiband to be Assistant Attorney General of the Civil Rights Division
at the U.S. Department of Justice.
As the leader of the Civil Rights Division, the Assistant Attorney General is one of the
nation’s most senior officials tasked with protecting civil and constitutional rights. The
Assistant Attorney General directs the Civil Rights Division’s interpretation and enforcement
of a number of civil rights laws, including those vital to women’s opportunity and right to be
free from discrimination, among them Title VI and VII of the Civil Rights Act of 1964
(including the Pregnancy Discrimination Act), Title IX of the Education Amendments of
1972, the Freedom of Access to Clinic Entrances Act (FACE), and the Fair Housing Act of
1968. Mr. Dreiband’s record demonstrates that he should not be confirmed to this important
position. He repeatedly has advocated for positions that would limit equality and opportunity
for women, people of color, LGBTQ people, and vulnerable and marginalized communities,
specifically with regard to crucial protections enforced by the Civil Rights Division.
Moreover, his consistent efforts to narrow the scope of anti-discrimination laws, and
repeatedly expressed hostility to broad civil rights enforcement authority and important
enforcement tools, render him unsuitable as a lead enforcer of civil rights laws.
Any Trump Administration nominee would be worrying enough, given the unprecedented
assault against the civil rights of vulnerable communities. But Mr. Dreiband’s nomination
also comes at a time when the proposed budget for the Department of Justice would defund
and deprioritize civil rights enforcement. Specifically, the proposed 2018 budget eliminates
121 positions, including 14 attorneys, and rolls back efforts to combat discrimination against
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LGBTQ people and people with disabilities, and civil rights abuses by law enforcement. 1 The
nomination of Mr. Dreiband further reinforces the message implicit in the 2018 budget
proposal: the Civil Rights Division is no longer in the business of defending civil rights.
Mr. Dreiband has worked to narrow the scope of rights and remedies under crucial sex
discrimination laws enforced by the Civil Rights Division, including those providing
protection from pay discrimination, pregnancy discrimination, and gender identity
discrimination.
Pay discrimination
In 2008, Mr. Dreiband testified in his personal capacity before the Senate 2 against legislation
designed to help women challenge pay discrimination: the Fair Pay Restoration Act,
subsequently enacted in 2009 as the Lilly Ledbetter Fair Pay Act. 3 This bipartisan legislation
restored protections against pay discrimination stripped away by the Supreme Court’s
decision in Ledbetter v. Goodyear Tire & Rubber Co. 4 The 5-4 decision in Ledbetter held that
Lilly Ledbetter lost her right to challenge the pay discrimination that led to her being paid less
than her male coworkers, because she did not bring her lawsuit within 180 days after the
initial decision to pay her less, even though she continued to experience discrimination in the
form of a lower paycheck every pay period, for years thereafter. The Act clarified that an
unlawful compensation practice occurs each time compensation is paid pursuant to a
discriminatory compensation decision or other discriminatory practice, and thus a pay
discrimination lawsuit is timely if it is brought within 180 days of receiving a discriminatory
paycheck.
Mr. Dreiband testified that he “did not believe that the bill would advance the public interest.”
He wrongly claimed that the Ledbetter decision was consistent with years of Supreme Court
precedent. In fact, prior to Ledbetter, the Supreme Court and nine of the twelve federal courts
of appeals to consider the issue applied the paycheck accrual rule, finding that each
discriminatory paycheck constituted a separate employment practice in violation of Title VII,
even if the discriminatory pay decision was made outside the limitations period. 5
Mr. Dreiband also testified that the Act would impose significant costs on employers by
requiring them to “preserve records in perpetuity,” and result in “limitless monetary
penalties.” But passage of the Ledbetter Act has not led to significant new costs for
1
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employers; indeed the Ledbetter Act merely served to restore the status quo legal
understanding that had existed prior to the Supreme Court’s decision. The number of charges
alleging violations of the Equal Pay Act 6 and sex discrimination under Title VII 7 has
remained fairly constant since the passage of the Ledbetter Act. Nor did the Act alter the
plaintiff’s burden of proof or requirements for establishing a pay discrimination claim.
Mr. Dreiband’s testimony suggests that as the leader of the Civil Rights Division, he would
seek to limit the reach of crucial protections like the Ledbetter Act that help working people
uncover and challenge pay discrimination, instead of vigorously enforcing and defending
them.
Pregnancy discrimination and reproductive justice
Almost 40 years after the passage of the Pregnancy Discrimination Act, pregnant workers still
face widespread discrimination and barriers to obtaining and keeping a job. Loss of income,
diminished hours, a demotion or termination of employment, being denied an accommodation
and being forced onto unpaid leave, and loss of health insurance and other workplace supports
can have a devastating impact on pregnant workers and the families who rely on their income.
Accordingly, it is critical to ensure that the Civil Rights Division will be led by an individual
with a strong commitment to the robust implementation and enforcement of laws prohibiting
sex and pregnancy discrimination, including the right to receive pregnancy accommodations
recognized by the Supreme Court in Young v. UPS. 8 Mr. Dreiband is not that person. He has
been a leading advocate on behalf of employers seeking to limit the ability of pregnant
workers to challenge discrimination. 9
Mr. Dreiband also has supported efforts to allow employers’ religious beliefs to override
women’s right to insurance coverage of birth control, challenging the accommodation to the
Affordable Care Act’s birth control benefit. The accommodation allows certain non-profit
employers with religious objections to birth control to opt out of the benefit while still
guaranteeing employees receive birth control coverage through their regular insurance plan.
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Mr. Dreiband represented 10 religiously-affiliated employers and schools claiming the opt-out
process violated the Religious Freedom Restoration Act (RFRA) -- a claim forcefully rejected
in a unanimous decision the by the D.C. Circuit. 11
Gender identity discrimination
Mr. Dreiband defended the University of North Carolina when the state was sued by the
Department of Justice for violating Title VII and Title IX 12 after it passed a law, HB2,
requiring transgender individuals to use public restrooms and changing facilities
corresponding to the gender listed on their birth certificate, and prohibiting cities and counties
from enacting laws providing LGBTQ individuals with antidiscrimination protections. Mr.
Dreiband’s nomination is insulting not only to the LGBTQ community, but to the career
employees of the Civil Rights Division who valiantly litigated that case for many months,
until the Department of Justice under Attorney General Sessions abandoned the lawsuit
following a modification of the law. 13
The Civil Rights Division recently filed an amicus brief 14 in a case pending before the Second
Circuit Court of Appeals, arguing that Title VII’s prohibition against sex discrimination does
not include protection from sexual orientation discrimination -- a position in opposition to that
of the EEOC in the same case. 15 Given his record, Mr. Dreiband’s confirmation as Assistant
Attorney General raises the disturbing prospect that under his leadership, the Civil Rights
Division is likely to continue to take an active role in seeking to challenge and weaken critical
civil rights protections for LGBTQ individuals.
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Mr. Dreiband has advanced positions that substantially limit the ability of older workers
to challenge employment discrimination.
Recent studies demonstrate that older women are significantly more likely than their male
counterparts to experience hiring discrimination based on their age. 16 Fewer employment
opportunities, combined with other factors including significant lifetime earning losses due to
the gender wage gap, 17 threaten women’s economic security as they approach retirement. Mr.
Dreiband has advanced narrow interpretations of the Age Discrimination in Employment Act
of 1967 (ADEA) that make it more difficult for job applicants and employees over 40 years of
age to challenge age discrimination. In 2010, Mr. Dreiband testified before a Senate
committee 18 against the Protecting Older Workers Against Discrimination Act (POWADA).
This legislation would reverse the Supreme Court’s 5-4 decision in Gross v. FBL Financial
Serv., which held that plaintiffs alleging age discrimination under the ADEA must show that
“but for” age discrimination, they would not have suffered the adverse employment action – a
higher standard than the proof of mixed motive sufficient in Title VII cases. Moreover, in a
recent case, Mr. Dreiband successfully argued on behalf of an employer that only employees,
not job applicants, may bring disparate impact claims pursuant to the ADEA, thereby denying
a class of job seekers protection from age discrimination. 19
Mr. Dreiband has worked to undermine broad civil rights enforcement authority and
important civil rights enforcement tools vital to uncovering and combatting systemic
discrimination.
Like the Civil Rights Division, the EEOC plays a critical role in addressing patterns of
systemic discrimination. But in litigation, testimony, and public statements, Mr. Dreiband has
repeatedly advocated for expanding judicial review of the EEOC’s investigation and
conciliation efforts, which would provide employers with new tools to avoid and delay
judicial review of discrimination charges brought against them. He has also sought to limit the
EEOC’s ability to challenge discrimination though litigation, particularly systemic
discrimination. For instance, Mr. Dreiband co-authored publications in which he criticized the
EEOC’s practice of seeking relief for victims of discrimination that it became aware of
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through discovery – a strategy he disingenuously characterized as “sue first, ask questions
later.” 20 In 2014, at an EEOC oversight hearing before the House Education and Workforce
Committee, Mr. Dreiband testified 21 in support of two bills designed to constrain the EEOC’s
ability to initiate litigation, particularly group actions or cases involving systemic
discrimination or pattern or practice claims, and to permit judicial review of the sufficiency of
the agency’s conciliation efforts.
In 2014, Mr. Dreiband filed an amicus brief in the Supreme Court on behalf of the U.S.
Chamber of Commerce and other business associations in Mach Mining, LLC v. EEOC. 22 The
brief urged the Court to find that the EEOC’s duty to conciliate is subject to judicial review,
thereby enabling employers to delay resolution of discrimination claims by asking judges to
insert themselves into the conciliation process after the fact. The Court agreed, holding that a
court may review whether the EEOC satisfied its statutory obligation to attempt conciliation
before filing suit, although the scope of that review is narrow because the EEOC has
discretion to determine what kind and amount of communication with an employer is
appropriate in a case. 23
Mr. Dreiband’s statements and litigation positions seeking to undermine the EEOC’s
authority and ability to investigate and litigate systemic discrimination cases indicate he
should not lead a vital civil rights enforcement agency like the Civil Rights Division.
*

*

*

In conclusion, Mr. Dreiband’s record is inconsistent with the Assistant Attorney General’s
duty to protect civil and constitutional rights. His record demonstrates that we can expect him
to undermine antidiscrimination laws and enforcement efforts that are critical to equality and
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opportunity for women, people of color, LGBTQ people, and vulnerable and marginalized
communities. Accordingly, the Center strongly opposes the confirmation of Mr. Dreiband as
Assistant Attorney General of the Civil Rights Division and urges the Committee to reject his
nomination.

Sincerely,

Fatima Goss Graves
President and CEO
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