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Purpose
The Church acknowledges that all employees have the right of appeal against a management decision/action in relation to:
· Termination of employment 
· Any formal disciplinary sanction
· An outcome arising from a grievance or dispute
· Refusal of flexible working application under the Church’s Flexible Working Policy

The purpose of the appeal procedure is to ensure that decisions are fair and reasonable in all circumstances and that appropriate process was followed in reaching decisions.

Scope
This policy applies to all employees of the Church/PCC.

This policy should be read in conjunction with our Disciplinary Policy, Grievance Policy and Flexible Working Policy. 

General Principles
Right to be accompanied 
Employees have the right to be accompanied by an accredited Trade Union representative or work colleague at any appeal hearing. Consideration will also be given to allowing a colleague as an alternative to be accompanied by a friend, not acting in a legal capacity.  This consideration will be subject to the nature and sensitivities of the case and is at the complete discretion of the organisation. 

It is the employee’s responsibility to arrange representation, and it should not cause unreasonable delay to the process. The employee choosing to be accompanied at any appeal should inform the person holding the appeal of the name of their companion prior to their appeal meeting. 

Procedure
A summary of the appeal process is detailed at Appendix A.

If the employee is dissatisfied with the decision of any of the above, the employee can appeal against the decision. Appeals should be made in writing to the nominated person [insert as appropriate e.g. incumbent/Parish Council etc.] and setting out the reasons for the appeal and delivered within ten working days of the decision being issued. A statement of appeal should be acknowledged in writing by incumbent/Parish Council etc within 3 working days of receipt of the statement.

An appeal may be made on one or more of the following grounds:
· A procedural error has taken place
· The decision reached was disproportionate, in the circumstances
· That further new material information has come to light which, had it been known by the panel at the time of the hearing, may have affected the panel’s decision. This must be information that was unavailable at the original hearing or meeting and is pertinent to the case.

An appeal hearing date should be arranged within 10 working days of receipt of the appeal statement wherever possible. The Parish Council will appoint someone to hear the appeal who has had no prior involvement with the case to become the Chair. 

A Human Resources Practitioner will be present at the Appeal hearing and will be responsible for:
· advising the panel of the procedure to be followed.
· advising on matters of relevant employment legislation and consistency.

All copies of statements and supporting evidence will be circulated to all parties normally at least 5 working days in advance of the hearing to: 
· Members of the Appeal panel.
· The employee.

An appeal is not a rehearing of the original case. The purpose of an Appeal hearing is to reconsider a managerial decision taken on the basis of the merits of the case known at the time of the decision.  

The appeal meeting can take place after the disciplinary decision has taken effect.

Witnesses
Either party can call witnesses to attend the hearing, and they should advise the Chair of the panel in writing at the time of submitting their statement of case.

In all instances it should be clear why the presence of these witnesses will contribute to the decision-making process.
  
Witnesses who attend to give evidence will normally be open to questions from all parties and will be asked to leave the hearing at the conclusion of their evidence. The Chair will indicate whether they should remain available for the duration of the hearing in case it is necessary to recall them. 

If a witness is not available on the date of the hearing, they may submit a written statement instead, if appropriate.

The Appeal Hearing 
Line managers should seek guidance from the Diocese of Bristol Human Resources department for the appeal hearing – please contact them on humanresources@bristoldiocese.org 

An Appeal hearing takes precedence over routine meetings and management and employees may need to reschedule appointments in order to attend. 

Under normal circumstances an appeal hearing shall not be postponed. The hearing may be re-arranged only once if the team member or their companion is unable to attend. This would be expected to be within 5 working days of the original appeal hearing date.  At the second attempt, the hearing will take place, and a decision will be made in the absence of the employee unless there are extenuating circumstances or justification.
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Appendix A - Appeals Process


Employee informed of their right to appeal




The appeal will be acknowledged in writing by the Parish Council within 3 working days of receipt of the appeal 
Members of the appeal panel and the employee will have copies of statements and supporting evidence at least 5 working days in advance of the hearing.
Appeal against decision except a dismissal should be heard within 10 working days of receipt of appeal. Appeal against dismissal should be heard within 4 weeks of receipt of appeal
Appeal may be on the following grounds:
· A procedural error
· The decision reached was disproportionate in the circumstances
· That further new material information has come to light which had it been know by the panel at the time of the hearing, may have affected the panel’s decision
Employee submits a written statement of appeal to the Parish Council within 10 working days 

