
The U.S. Government and DoD policies are actively discriminating against unvaccinated members in violation of religious rights, Title VII, the Americans with Disability Act (ADA), and in some cases medical exemptions by requiring only unvaccinated individuals to take EUA COVID-19 screening tests when certain CDC criteria are met for their locality. Given current research also indicates that vaccinated individuals carry viral loads similar or greater than that of the unvaccinated and this research also clearly indicates that the vaccinated may transmit the disease, any testing regime is inherently a policy designed to illegal harass and create a hostile work environment for the unvaccinated.  

Current DoD employees who have not been vaccinated only fall into three categories: those with pending religious, medical or administrative exemption requests. Both medical and religious are forms of discrimination. Additionally, any refusal results in disciplinary action to include suspension without pay and termination from government service.

The attached documents from  <<list your unit or place of DOD employment>>  are examples of how the U.S. government is making every civilian and military member who is unvaccinated take EUA COVID-19 tests without any process for informed consent, and refusal will result in separation, firing, suspension etc. Not only is this illegal from the EUA aspect; it's also discriminatory to everyone based on our medical (vaxed vs non-vaxxed) and religious based because those two along with "administrative" exemptions are the only ways that the testing can be waived.

The federal government has published guidance documents regarding the vaccines and testing requirements; these have all been consolidated into one document available at this link: https://media.defense.gov/2022/Jul/01/2003029092/-1/-1/0/CONSOLIDATED-DOD-COVID-19-FHP-GUIDANCE-REVISION-1-29-JUNE-2022.PDF

See Section 4.1

Also, for the disciplinary measures, the Safer Federal Task Force (https://www.saferfederalworkforce.gov/) frequently asked questions section provides supervisors and commanders guidance on what to do for those who refuse the tests; even though every single one is under EUA. https://www.saferfederalworkforce.gov/faq/testing/

Please provide or direct me to any testing resource that  <<your unit/place pf work>> has designated that is not/not EUA.

If you cannot provide that documentation, please be aware you are in violation of several federal laws and can be held personally liable for those violations.

For your awareness, I am providing resources necessary to properly supervise and manage testing issues in the DOD.
Q: What steps may an agency take if a federal employee refuses to take a COVID-19 test required pursuant to that program?
A: Refusals to take a required test or to provide the results of the test may result in disciplinary measures. In addition to pursuing any disciplinary action, an agency may separately elect to bar the employee from the agency workplace for the safety of others pending resolution of any disciplinary or other action the agency may pursue. Any decision to bar the employee should occur in consultation with the agency’s onsite security authority, agency’s human resources office, and agency’s legal counsel. In pursuing an adverse action, the agency must also follow normal processes to provide the required notice to the employee.
All agencies follow a different process if the employee seeks an accommodation from the requirement to be regularly tested. In that case, that agency may not deviate from previous methodology, and should follow its ordinary process to review and consider what, if any, accommodation should be offered in accordance with federal employment nondiscrimination laws. 
All agency personnel designated to receive requests for disability accommodations should also know how to handle requests consistent with other federal employment nondiscrimination laws that may apply. While the request is being resolved, the agency may bar the employee from official worksites. During that temporary period, the agency may direct the employee to work from home. If the employee’s duties cannot be performed via telework, the employee should be granted administrative leave for the temporary period while the request is being resolved.
If the employee’s request for an accommodation to a testing requirement is denied, and the employee does not comply with the testing requirement, the agency may pursue disciplinary action up to and including removal.

