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Purpose 
This document outlines the 360 Feedback philosophy, expectations/best practices, and Frequently Asked Questions 
(FAQs).  
 

Philosophy 
Aligned to our overall Continuous Feedback philosophy, 360 Feedback can be used as part of the annual Performance 
Review process or anytime throughout the year to support employee development. It contributes to our learning 
organization by providing employees with an opportunity for a wider array of feedback from multiple perspectives and 
drives employee engagement and development through a better understanding of strengths and opportunities. 
 

What 360 Feedback is and what it is not 
360 Feedback is an opportunity to… 360 Feedback is NOT an opportunity to…. 

Increase an employee’s self-awareness through insights 
into their strengths, opportunities and performance 

Seek out feedback the leader can use to deliver difficult 
messages to their employee 

Provide a well-rounded view of employee performance & 
development through multiple perspectives 

Air grievances or judgements about an employee  

Discover new strengths and highlight existing ones Praise an employee’s performance without any 
actionable feedback 

Discover new areas of opportunity and highlight existing 
ones 

Simply discredit or criticize an employee’s performance 
without any actionable feedback 

Help employees build self-awareness and new skills Create confusion or uncertainty  
Create a collaborative feedback culture  Pit employees against each other 

 

Expectations for 360 Feedback 
The following expectations should be followed for 360 Feedback. 

1. 360 Feedback is optional – it is not required as part of the Performance Review process or continuous 
development throughout the year. 

2. 360 Feedback is not used to determine a rating for the employee for any part of the Performance Review. 
3. 360 Feedback has no impact or influence on merit increases. 
4. The decision to participate in the 360 Feedback process as an employee will not impact or influence the 

employee’s Performance Review. 
5. Both the leader and employee should agree to use 360 Feedback before moving forward. 
6. Both the leader and the employee should collaboratively decide on the feedback participants to be selected for 

360 feedback. These should be individuals (internal or external) that an employee works most closely with in 
their daily work and can accurately and honestly share the employee’s strengths and opportunities.   
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Best Practices for 360 Feedback  
Requesting 360 Feedback 
View 360 Development Feedback User guide for instructions on how to complete the process in Talent Connect 

1. To get well-rounded feedback you’ll need to select at least 5 feedback participants.  
2. Both the leader and employee should be engaged in selecting which individuals to seek feedback from.  
3. Individuals should be chosen based on their knowledge of the employee’s work. Examples might include a 

colleague they are working with on a project; a colleague who works closely with them on the same shift, an 
informal leader; etc. 

4. Consider choosing individuals that will provide honest feedback around strengths and opportunities.  
 

Providing 360 Feedback 
View 360 Development Feedback User guide for instructions on how to complete the process in Talent Connect 

1. Using the Fairview Commitments, identify the top strengths and opportunities of the employee you’re giving 
360 feedback for (choose up to three strengths and three opportunities) based on your direct experience 
working with the employee. 

2. Stick to providing feedback based on your experience and interactions with the employee. Avoid providing 
feedback from comments you’ve heard or assume about the individual. 

3. Think about specific examples that you can share in the comments sections related to how the employee has 
demonstrated the Fairview commitment or has an opportunity to improve in demonstrating the commitment. 
For example: 

• Ahmed demonstrates creating an exceptional experience by providing excellent customer service. During 
the EPIC Implementation Project, he was always friendly and helpful, and provided the data we needed 
in a timely manner. 

• Michelle struggled to achieve results in the project improvement plan. Throughout the project Michelle 
demonstrated having a hard time managing her timeline and showed a lack of interest in meeting 
project deadlines.  

• Jennifer is really committed to the development of herself and her team members. At each 1:1, she 
always checks in on my development goal progress and asks what she can do to help remove barriers or 
provide support. She encourages me and inspires me to own my development. 

• Terry is great at setting and holding standards. When things get busy in the ED, they always remind us if 
we’re deviating from the standard so we can pause and ensure we’re providing the best care possible. 

5. 360 Feedback will be used by the employee’s direct leader to support a development conversation between the 
employee and leader. 

6. Leaders will share themes from the 360 feedback and should be prepared to help employees process feedback 
related to Fairview commitments strengths and areas of opportunity.  

https://rise.articulate.com/share/jlvUSa688nPGbHycpCKBpQxQYvaofX37
https://rise.articulate.com/share/jlvUSa688nPGbHycpCKBpQxQYvaofX37
https://odandl.org/fairviewcommitments/
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Frequently Asked Questions (FAQs) 
What if I don’t want 360 Feedback to be part of my Performance Review process? 
360 Feedback is optional to support development and the performance conversation. It does not impact the rating, or 
any other part of the review process. It is perfectly acceptable and without consequence to decline to use it. 
 
What if my leader wants to use it as part of my Performance Review process but I do not? 
Leaders and employees should both agree to use 360 Feedback as a way of getting feedback to move forward with the 
process. 
 
Why is 360 Feedback anonymous?  
We want everyone to feel comfortable giving feedback. It’s the leader’s role to identify themes from the feedback and 
share these with the employee. Employees should view feedback as an opportunity for development. 
 
Does 360 Feedback affect any merit increase I might get? 
No. 360 Feedback is not tied to merit increases. 
 
Can 360 Feedback be used for corrective action? 
No. 360 Feedback is separate from the corrective action process. Leaders should not use feedback received from the 360 
process to take corrective action. 
 
Can 360 Feedback only be used during Performance Review season? 
No. 360 Feedback is designed to be used as a continuous feedback tool any time of the year to support ongoing growth 
and development conversations. The annual performance review is just one example of an appropriate time when 360 
feedback can be used.   
 
What if I do not feel comfortable providing 360 Feedback when asked? 
You can decline to provide 360 Feedback in Talent Connect. Please decline as soon as possible so the leader is aware and 
not waiting on your feedback.  
 
I’ve been asked to give 360 Feedback and I’m terrible at providing feedback. What should I do? 
The new 360 Feedback process is based on the Fairview Commitments. Based on your experience you select the 
strengths of the employee and the opportunities. You have additional space for added comments. See ‘Providing 360 
Feedback’ for additional ideas on how to share feedback.  


