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Section 1: Introduction 

Research Project Overview  

This report is part of a broader research project investigating precarious 

employment in rural Ontario which is funded by the Ontario Ministry of 

Agriculture, Food and Rural Affairs (OMAFRA). This research project will benefit 

rural communities in Ontario and their residents while provincial policy makers 

will benefit from the rural specific focus on precarious employment. 

The broader project has four distinct goals:  

1) To develop a profile of rural and remote Ontario in terms of precarious 

employment (excluding aboriginal communities) from 1975-2015. 

2) To identify key challenges and impacts of rural and remote communities 

who face prominent employment precarity within their local labour force. 

3) To document and describe the process of rural and remote communities 

that have had a history of precarious employment but have now changed 

the mix of employment opportunities for residents to reduce employment 

precarity. 

4) To document and describe the experience and life of those rural and 

remote people who are experiencing precarious employment, its impact 

upon them and upon their household. 

Purpose 

The key informant interview component of the project, the component 

outlined in this report, serves to meet Objective 2. Interviewing key informants, 

who can provide ‘on the ground’ local insights into employment precarity in rural 

Ontario, is instrumental in assessing the impact of precarious employment on 

individuals and communities. Furthermore, key informants are well positioned to 

describe the resources and policies currently in place to mitigate the negative 

impacts of precarious employment, and discuss ideas for reform.    

Limitations 

Aboriginal communities, migrant workers, and students are intentionally 

not included in this project as they are groups requiring particular considerations 

in their investigation which are beyond the scope of this project.  
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Section 2: Review of the Literature  

Precarious Employment Literature 

Like many other complex concepts, there is no universally agreed upon 

definition for precarious employment. This presents both a challenge and 

opportunity for the research project described in this paper. A challenge, because 

neatly defined parameters within which research can occur do not exist, and at 

the same time, an opportunity because wide reaching exploratory research is 

possible. For the benefit of readers interested in developing their own notions of 

what makes employment precarious, below are two scholarly suggestions:   

Noack and Vosko (2011) characterize precarious employment by how it 

differs from the identifiers typically associated with standard employment 

relationships (SER) which are: “access to training, regulatory protections and 

social benefits, decent wages, and a social wage” (p.3). Using “high levels of 

uncertainty, low income, a lack of control over the labour process, and limited 

access to regulatory protections” as characteristics of precarious employment, 

Noack and Vosko (2011) deem a job to be precarious if it is subject to one of 

these four characteristics (p.3).  

Burgess and Campbell (1998) identify precarious employment as a term 

that can be linked to any job, allowing the investigation into precarious 

employment to turn away from the jobs themselves and reflect more of the lived 

experience of precariousness for workers in the labour market. 

Perhaps even more important than definitions, the current body of 

literature provides an outline of impacts associated with precarious employment. 

They can be broadly summarized into three categories: health, economics, and 

social.  

Health 

Precarious employees are less healthy, more stressed, and less safe at work.  

Precarious employees have poorer physical health (both measured and 

perceived) compared to the national average, (Lewchuk et al., 2003; Ferrie, 

2001; Marmot et al., 2001). Precarious employment also has a negative impact 

on the mental health of employees (Min et al., 2015; McGann et al., 2012; Clarke 

et al., 2007; Menéndez et al., 2007; Morissette et al., 2007; Marmot et al., 2001). 

The singular factor associated with precarious employment which most harms 

the health of employees is stress (Virtanen et al., 2005a). 

Precarious employees are more likely to be injured in the workplace but 

less likely to take sick days, compounding adverse health issues which may arise 

from the low training that typically occurs within precarious jobs (Virtanen et al., 

2005b). Personal safety at work is also impacted by employment precariousness. 
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Block (2010) points to pillars of employment precariousness: low training, low 

employee investment and fear of termination, as barriers to safe work being done 

properly onsite. Ninety percent of workplaces reviewed in Block’s 2010 study 

report decreased experienced occupational health and safety after moving to a 

model that increases employment precariousness. 

Economics  

Precarious employment gives employers more power.  

The relationship between precarious employment opportunities and 

employers is a reflection of what was considered typical labour market trends 

before the Second World War (Tompa et al., 2007; Burgess and Campbell, 

1998). Through precarious employment, employers maintain a flexible 

relationship with employees, workers can be easily terminated enabling only the 

most highly productive workers to maintain employment (Lewchuk, 2013). This 

style of employment keeps power with the employer and can be used by 

employers to weaken union representation and keep employee concerns at bay 

(Vacotto, 2013). 

Precarious employment reduces the unemployment rate in areas where it 

is prevalent, which may seem to be positive, but, Benach et al. (2002) suggest a 

reduced unemployment rate masks precarious employment’s negative impacts at 

a systemic level. The unemployment rate is most often used as an indicator of 

labour market success, but the study raises concern around this indicator as it 

only measures having a job versus not having one, it does not measure job 

satisfaction, benefits or the reality of reduced agency. Furthermore, Benach and 

Muntaner (2007) discuss precarious employment as being less healthy and more 

economically dangerous than traditional unemployment. 

Social 

Precarious employment reduces agency and is socially isolating. 

A precarious employee’s inability to be in control of their own work 

schedule directly determines how precarious work impacts an employee’s social 

connection (from dinner as family to engaging in extracurricular to being able to 

care for an aging family member etc.) and agency (Woodman, 2012). Because of 

scheduling demands and uncertainties, precarious employees are less able to 

contribute to their social surroundings (Seifert et al., 2007; Bohle et al., 2004; 

Gilchrist, 2000). Paired with the decreased access to this support network based 

on time, precarious work further isolates employees by not providing the 

resources required to move forward socially. This is best exemplified by the 

limited or complete lack of access to benefit packages (McLaren, 2015). 
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Section 3: Methodology  
Overview 

Researchers involved in this study approach precarious employment 

believing that the opportunity to investigate the lived experience of workers, 

particularly in rural areas, is more important than agreeing on a definition.  For 

the purposes of this study and the subsequent discussion, precarious 

employment is captured through the indicators of: contract work, involuntary part-

time work, low wage work, and unincorporated self-employment with no paid 

help. 

Key informants were asked to share experience, knowledge and 

interpretation of precarious employment in rural Ontario through a recorded semi-

structured interview. The following four objectives were used to craft the interview 

questions:  

1) Understand the state of precarious employment in the community 

being represented 

2) Discover how precarious employment impacts at an individual and 

community level  

3) Hear about the resources and policies in place to mitigate the negative 

impacts of precarious employment 

4) Learn about ideas for action that can be taken to mitigate the negative 

impact of precarious employment 

The following interview question set was drafted and shared with participants 

before the interview: 

Demographic 

1) What organization do you represent?  

2) Tell me about your capacity within this organization? 

3) What do you understand precarious employment to be? 

Content  

1) How pervasive do you think precarious employment is in rural areas? 

a. Can you give me examples you are aware of? Is this new or 

ongoing?  

2) What do you think is specific about rural? 

3) Given your experience, what do you perceive the impacts of precarious 

employment to be? 

a. On individuals/families/communities? How is the impact measured?  

4) Tell me about out-migration 

5) What are challenges associated with mitigating precarious employment 

in rural communities?  
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6) Do you know of any strategies for mitigating precarious employment – 

useful? Why, why not? 

7) Can you tell me about the current resources and policies that are 

assisting in mitigating the negative consequences of precarious in your 

community? 

8) What supports do people experiencing precarious employment have? 

9) How well used are the programs you have?  

a. Where do people go to use the programs? Do you have ideas 

about other action that can be taken to help mitigate precarious 

rural employment? 

10) Who else do you think I should talk to?  

a. Initially, when you heard about this interview, what did you think I 

would ask?  

Data Collection  

Twelve audio recorded telephonic interviews, lasting between 30 and 60 minutes, 

took place with key informants during May and June 2017 (one interviewee 

responded to questions electronically via email). Each of Ontario’s five regions1 

are represented by the interviewees. Below is an alphabetized list of 

organizations represented.  

Organization  Region  

Community Development and Health Services Commissioner Southern  

Community Employment Services Belleville Eastern 

County of Dufferin Western  

District of Thunder Bay Social Services Administration Board Northern 

East Central Ontario Training Board Eastern  

Four County Labour Market Planning Board   Western  

Poverty Roundtable Hastings Prince Edward Central 

Simcoe Muskoka Development Board Western  

South Central Ontario Region (SCOR)  Southern  

Town of Tillsonburg  Southern  

Workforce Development Southern  

Workforce Planning Board of Grand Erie Southern  

Workforce Windsor Essex Southern  
Table 1 Organizations and regions represented in key informant interviews. 

                                                           
11 These regions are delineated by the provincial government for statistical and administrative purposes. 
More information about Ontario’s five regions can be found at 
http://omafra.gov.on.ca/english/stats/profile/. Southern and Western Ontario represent the regions with 
the highest number of Ontarians living in non-metro and partially non-metro Census Subdivisions.  
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Data Analysis  

The Constant Comparative Method (Glaser,1965) was used to 

analyze findings.  

 

This method was selected because it enables emergent trends to shape 

the research as it progresses. During the process of coding, there is a consistent 

revisiting of entries under the same node (or category) and entries can be coded 

in multiple nodes at the same time. This way, data collected can be viewed from 

different perspectives while properties within each node are developed. New data 

can then be compared to the developed, collected knowledge from each node, 

as oppose to each individual entry.  

Audio recordings were transcribed using Microsoft Word then coded and 

analyzed using NVivo software.  

Section 4: Findings  
This section presents findings from the thirteen key informant interviews. 

Wherever possible, direct quotes from interviewee are used (denoted in italics). 

Defining Precarious Employment 

The word cloud (Figure 1) highlights 

the language most frequently used by 

interviewees to describe precarious 

employment. Most words are people-

focused and reflect situations that are 

worker-focused (time, skills, looking, family, 

people). These words reflect the grounding 

of most interview responses, people.  

 Although many interviewees 

described using the term ‘precarious 

employment’ in their work, few gave strict 

definitions of the term.  Interestingly, no two 

interviewees gave the same exact definition 

of precarious employment – despite some 

key informants being professional 

counterparts in different regions of Ontario. 

This finding could be helpful in showcasing how attempting to mitigate the 

negative impacts of an experience through structured programming can be futile 

when understanding of the concept is different between change-makers.  

I think there are a lot of things that can make employment precarious, it’s not just 

about the money (Interviewee 2).  

Figure 1 Word Cloud representing frequency of words used 
by interviewees to describe precarious employment. 
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We have people working part-time and temporary jobs and people working 

minimum wage… in any of those conditions they may be unable to meet their 

financial commitments. We have a difference between voluntary and perhaps 

mandatory, or more circumstantial precarious employment (Interviewee 3).  

It doesn’t seem to matter where I go, if I’m talking to my local Ontario 

Employment Service provider or literacy and basic skills people…precarious 

precarious, precarious comes up (Interviewee 7).  

Recognizing that the strict definition of precarious employment may not be fruitful 

moving forward, this analysis turns towards the impacts identified by 

interviewees.  

Impacts  

 The impacts of precarious employment outlined by interviewees are 

overwhelmingly negative and generally reflect trends outlined in the literature, 

particularly around stress.  

Employee  

Stressful, feelings of 

inadequacy and negative 

self-view 

 

I think with precarious employment one of the impacts we see is 

people don’t see value to themselves. When you jump from job 

to job it’s hard to develop confidence in yourself as an employee 

and in your ability to do a good job. When you work a little here 

and there and employers don’t give you feedback and there is 

impact (Interviewee 9). 

Not offered the same 

supports as the 

unemployed 

 

What we’re finding is it’s better to be on assistance than work 

because they lose their benefits and supports that are 

associated with receiving Ontario Works. Ontario Works has 

been very responsible [colleague] can speak to that – there is 

now a transitional phasing out of benefits so a person can get 

established into their job. For some, it’s just simpler to stay in the 

system as opposed to engaging in the work force (Interviewee 

4). 

More difficult for older 

workers 

 

A lot of the comparable jobs require a different skill set, around 

technology or computer understanding. That is something we 

see a lot of, especially with older workers where they have been 

doing the same job for a long time and then have to break back 

into the labour market in some way (Interviewee 3). 

Unable to navigate job 

search system 

That balance of ‘how do I do this’ versus giving up my 

employment or my job to get the advancement. Also, navigating 

the system…it’s difficult to navigate the system (Interviewee 10).  

Job acquisition costs 

(medical testing, safety 

equipment) are at the 

cost of employees 

They have to go through the testing and evaluation and then 

they do a personal interview and then a security clearance and 

then physical testing and then basic training which they have to 

go to another community to take, and they have to pay for that 

basic training…before they even get the job (Interviewee 11). 

Table 2 Reported impacts of precarious employment reported by key informants as related to individual employees. 
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Family  

Compounding problem 

for families: cannot 

manage childcare, car 

use, relationships are 

strained  

There tend to be more arguments about money and the children 

are maybe not doing as well in school and there are more 

arguments at home (Interviewee 1). 

Lack of permanency, 

unable to make future 

plans  

 

Group for example and others have contracts with these 

manufacturing facilities and often times an employee can be 

shifted from a job after four to six months in a place. It’s very 

disruptive, we have had conversations with some of our school 

board stakeholders, they notice some impact on the children of 

these parents, of course there is social repercussions as well 

(Interviewee 1). 

Increased stress levels 

(stress of keeping job, 

worried about losing job, 

stress of losing a job, 

stress of searching for a 

job) 

If people are working in precarious employment, people will 

leave…one of the impacts is people don’t have loyalty to the 

employer. You aren’t making a living wage, you aren’t 

guaranteed your hours, I don’t think you have a lot of incentive 

to stick with that employer if another opportunity comes along 

(Interviewee 3). 

Lots of travel time to jobs 

in rural areas, especially 

if working multiple jobs, 

can be dangerous in 

winter, can be costly too  

I think in rural communities – you also have to consider 

transportation. When you consider it, you have to think of access 

to employment where public transportation is provided. If public 

transportation in rural communities doesn’t exists, it is difficult for 

employees to get to and from employment opportunities 

(Interviewee 5).  

Table 3 Reported impacts of precarious employment reported by key informants as related to families. 

With respondents focusing on impacts to the individual and the family, 

there is a clear connection between quality of life and precarious work identified 

by key informants. Decreased quality of life was expressed frequently among 

groups of workers who, at one time, had a standard employment relationship in 

their rural community and who now labour precariously in order to remain living in 

their community. Key informants reported this group was less confident in their 

abilities, unable to return to the standard of living attained with the ‘old job’, and 

perhaps most interestingly, less able to access the resources needed (including 

job searching techniques and education) to break themselves out of the 

precarious employment situation.  

Value for a community is expressed by workers who take on precarious 

work in order to stay in their community. Those workers are intentionally staying 

in a community where they are no longer able to be employed in their desired 

area of work. Reasons for staying in rural communities were not discussed in 

detail by key informants so speculatively, at this stage some suggestions for 

staying in a rural community while working precariously include: not wanting to 

break bonds created in the area, maintaining a family legacy, enjoying 

reasonable land prices, creating a stable family environment, as well as the 

social and financial investments made in the area.  
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Interestingly, each key informant who discussed outmigration suggested 

that most people who do move, do not move far, the destination for outmigration 

tends to be the bordering community. From Perth people move to Waterloo and 

Middlesex. Grey and Bruce are the places people move between the most 

frequently. Oxford, Waterloo, Wellington, Toronto, Middlesex… these are the 

destinations for people (Interviewee 3). Understanding how rural communities 

deal with the movement of labour as a result of precarious employment will help 

to craft rural specific policies to support areas dealing with the issue. 

Out Migration  

 Discussing out-migration brought forward two trends: youth leaving rural 

communities, and lack of infrastructure in rural communities. Multiple responses, 

captured here by Interviewee 1, suggest the two are linked: 

A perfect storm of things that are happening. You know, we are aging anyways, 

as a population, and it becomes difficult when we don't have the infrastructure 

such as broadband that young people are drawn to. Youth are drawn to larger 

urban centres and they may then take those positions that are contract positions 

or a couple temporary positions to then establish themselves (Interviewee 1). 

Most key informants report youth leaving the rural areas seeking post-secondary 

education in urban places. We are getting a lot of out migration particularly at the 

younger level. University graduates are tending to leave, people who do not have 

post-secondary tend to stay (Interviewee 10). If you have the higher skill or if you 

have a college diploma or university education I think you may be more apt to go 

to where the jobs are for your field, but if you are less skilled, I think maybe 

you're more apt to take on whatever job is available there in the area. So, I think 

that also so that contributes to the out migration of the very people that we are 

trying to attract (Interviewee 1). These responses also suggest a connection 

between the jobs of interest for youth who seek education outside of their rural 

area and the jobs available to youth who stay in their rural area. As Interviewee 6 

suggests, One of two things happen, they leave the community to get an 

education and then don’t come back because the education they are getting 

doesn’t have any opportunities in the community or they can’t afford to.   

Northern Ontario faces a separate set of obstacles related to youth 

education, employment, and out-migration  

o Our youth unemployment rate is higher in Northern Ontario then it 

is in the rest of the province. Many of our recipients on Ontario 

Works have not had their secondary school diploma. Many need 

education, life skills, social and job skills, to be able to secure any 

type of employment. We tend to partner with a lot of the school 

boards to get people their secondary school diploma. We partner 

with Confederation College to do academic upgrading and for 

people to get their ACE Certificate [academic and career entrance] 
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– to hopefully move forward at the college level. We also have 

literacy programs at the college level (Interviewee 11).  

Industry 

Agriculture is commonly brought up as the example of seasonal work that 

is precarious. I think if it’s seasonal, people have that work but they have nothing 

to transition to or bridge them to the next season (Interviewee 10). Retail, 

tourism, and hospitality are also recognized by interviewees as providing almost 

uniquely, precarious employment opportunities. Manufacturing, on the other 

hand, is discussed as the industry once relied upon by rural Ontarians for stable 

employment. It is the industry most closely connected to a strong union presence 

and is impacted by placement agencies. Manufacturing overall is not considered 

to be a precarious industry. If the position in manufacturing is through a 

temporary agency or is through a contract position that’s what makes it 

precarious. From a wage perspective, generally, manufacturing is not considered 

to be precarious (Interviewee 2).  

 The skillset of middle-aged rural Ontario’s workforce has undoubtedly 

been shaped by the prevalence of manufacturing. With the reduction in 

manufacturing, interviewees highlight the mismatch between available skill and 

required skill in emergent areas.  Interviewee 6 shares, in our community we 

don’t have that critical mass. A manufacturing job might need one person with 

that skillset. We actually have manufacturing right now who are turning away 

contracts because they can’t find people with the skillsets they need, or they 

can’t retain them. It’s not a great story line. This showcases the more urgent 

issue of skill mobilization and access to retraining. Interviewees were not shy to 

discuss the shortcomings of resources available in Ontario to precarious 

employees.    

Resources  

The resources highlighted by interviewees available in rural communities 

to help a precarious worker find stable employment can be divided into two 

categories: publicly funded initiatives (such as Employment Ontario Centres) and 

private businesses (such as for-profit talent agencies). Benefits and drawbacks of 

each resource type we widely explored by each interviewee. The following table 

captures the experiences shared: 
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 Benefit Drawback 

P
u
b

lic
ly

 F
u
n
d

e
d

 
Widely available across the province - We 

have a number of specific services, 

Employment Ontario would be the first place 

you would go, some of our counties have two, 

every county has at least one. All services are 

free of charge, people can go there to improve 

skills, job search, work on resumes… they have 

a network of employers they work with to match 

employees. That would be the first resource 

(Interviewee 3). 

 

Well known programs are available - I think 

the multi-service centre is well known in the 

community, and easily accessed, it’s like half a 

kilometer from the core of our downtown centre 

so it’s pretty easy to find and get to and all that 

as well, even if you don’t have good 

transportation (Interviewee 8). 

Services are limited based on employment 

status - When you are asked the question 

‘are you currently employed?’ and you say 

‘yes’ your options are limited by Employment 

Ontario. Those people then are driven to go 

and work at those private employment 

services because they will take you 

regardless of whether you are employed or 

not (Interview 4). 

P
ri
v
a
te

ly
 O

w
n
e

d
 

Reduces workload of Human Resources 

department and/or employer - See for the 

employer using the agency cuts down on their 

HR costs and hiring and recruitment costs as 

well, but often…. Using the agency is the only 

way for an employee. That’s why they are 

sought out (Interviewee 1). 

 

Allows flexibility for employer - In some 

cases, for the businesses, they want to use an 

employment agency like that because they 

have contracts where they need to ramp up 

quickly for a few months and then that contract 

will be done…so then it becomes a matter of 

the company themselves not wanting to bring 

people on because they don’t want to bring 

people on for six months and then lay everyone 

off again (Interviewee 2). 

 

Contributing member of community - We 

have about 4 or 5 long term staffing agencies 

who have brick and mortar in the community. 

We have a lot more who come into the 

community. Those are the ones who have 

weight in our community and have a reputation 

to uphold. (Interviewee 7). 

Disruptive to family lifestyle - And we are 

seeing a lot of temporary worker sourcing 

agencies Stevens Resource Group for 

example and others have contracts with these 

manufacturing facilities and often times an 

employee can be shifted from a job after four 

to six months in a place (Interviewee 1) 

Stifling to progress at workplace - I just 

feel like if you've been here for three or four 

months and clearly there's a need for that 

position and I think what happens now with 

some of the agencies…. and they're also a 

business so if you're in an area that has a 

manufacturing cluster…. if you put together a 

widget company A it's not unlike putting it 

together at Company B C or D (Interviewee 

1). 

View of worker as currency of business, if 

everyone is gainfully employed, the 

agency is out of work - We do know that 

temp agencies can be problematic for people. 

They can perpetuate the precarious 

employment situation. People almost get 

caught in that cycle of being placed, being 

placed, being placed… (Interviewee 6). 

Table 4 Benefits and drawbacks of publicly and privately-owned employment resources in rural Ontario as reported by 
key informants. 
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 The most prevalent weakness highlighted around publicly funded 

programs is the inability for all community members to access them equally. 

Youth, and the unemployed are the two groups cited as having a 

disproportionate amount of funded services geared towards them. Although there 

is consensus among interviewees that public funding for these programs is 

important, the feeling is that they come from funds that would otherwise be used 

to support the average worker.  

 The idea of frustration with allocation of public funds in employment 

resource programs is captured by one interviewee who said: I think it’s a 

systemic issue. We have employment support services funding through the 

ministry and they are geared for those furthest removed from the job market. 

Those with the most barriers, the most challenged, they get the services. But 

guess who is left in the middle? The person with an average level of education, 

they finished high school and may have a little post-secondary, maybe a little 

college, there is no support structure for those individuals, the perception is they 

are able to do all of this on their own and they have those skills (Interviewee 7). 

 Some interviewees voiced concern for the lack of publicly funded support 

programs for older workers experiencing precarious employment. Concern for 

this group in particular is from the lack of benefits typically associated with 

precarious employment. Interviewee 2 states, we certainly know there are 

seniors out there in precarious employment, or older workers out there in 

precarious employment…trying to hang on to those jobs because they don’t have 

the pension or the supports to be able to move on without. Interviewees 

suggested that groups of workers who can not find support through publicly 

funded programs, (this group includes those who are not youth and who are not 

unemployed – such as non-unionized workers, older workers, underemployed 

workers) will turn to privately funded resources for employment assistance.    

 Examining the privately funded resources reveals a frustration stemming 

from the contracts drawn between private temporary agencies and employers. 

Interviewees agree that there is no one standard agreement between agencies 

and employers.  With each relationship negotiated differently, the worker is left to 

ask the right questions and collect the information needed to make an informed 

decision about a particular job offer. In some cases, there are also temp 

agencies – in some cases, it’s the same temp agency, see they have different 

agreement with employers – they might have an agreement where the person is 

the employee of the temp agency for three months…this would essentially be the 

probationary period. Then, at the end of that period they have an agreement that 

the employer will then take on the employee. At that point, the employee 

switches to be an employee of the company. In that case, the temp agency… 

depending on their agreement with the company…either the company was 
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paying the temp agency or the individual was an employee of the temp agency – 

at a lower dollar value than the people they are working with. In this case, the 

temp agency is generally getting the difference (Interviewee 2). This confusion is 

exacerbated by a demographic of worker who is not accustomed to navigating 

the Human Resources component of the job search (perhaps they have a lower 

level of education or are new to job seeking).   

Unions: Some communities cited unions as being strong forces advocating 

against precarious employment (mostly in agriculture), other communities are 

advertised as union-free, in an attempt to attract potential employers.  

Ideas for Reform  

Ideas for reform suggested by interviewees can be thought of in two 

groups: systemic change and engagement practices:   

Systemic Change 

This group of responses recognizes the system within which precarious 

employment operates. Suggestions for systemic modifications take a variety of 

forms and were suggested for implementation across Ontario:  

• Create a streamlined hiring process in the province, making the 

experience of employee seeking less stressful for employers with the end 

goal of reducing employment outsourcing through employment agencies.   

• Create a top-up program under the Employment Insurance umbrella which 

would impact the country. The idea is to expand the top-up program 

(currently used in the North) where Employment Insurance clients can call 

on funds when their work becomes precarious without being laid-off.  

• Bring Employment Ontario offices to communities after large scale layoffs 

or closures, enabling rural citizens to get the employment help they need 

the ground without having to travel.   

• Mandate a minimum guaranteed number of payable hours for each 

employment contract.  

• Create work shifts more conducive to a work-life balance. As explained by 

one participant: For every person you fire you’ve gotta hire someone and 

that costs a lot of money. If you can get employers to buy into a better HR 

and hiring/retention model – I think that will help with the precarious jobs 

they put out there because they won’t need them anymore with a more 

stable work force. They will have less of a need to fill those contracts, with 

a much more stable work force. We have a local manufacturer who has 

done that. They were struggling at one point in time and struggling with a 

turnover rate. They did one thing, one single thing, they introduced a new 

shift. They called it the Mummy Shift, the 9am-3pm shift. Manufacturers 

have never heard of that. They introduced this 9-3 shift and they don’t call 
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it the Mummy Shift anymore because they have just as many men as they 

do women. It was turned into the most productive shift they have and it 

totally …it took that issue of stable work force and turn over they had…I’m 

not saying it solved it 100% it probably solved it 90%. They were able to 

offer something…a 6-hour shift, 5.5 hours of work and it’s 5 days a week 

and it has benefits with it (Interviewee 12). 

Engagement Practices 

This group of suggestions stems from stakeholders coming together to create 

change in rural employment situations:  

• Reduce the use of temporary agencies by working with employers to meet 

their needs (advertise for them and make them rely less on agencies).  

• Provide community based incentives to attract skilled workers to a rural 

area. Examples include working with community partners to keep schools 

open (making the community more attractive to workers with families), 

bring stakeholders together to annual summit to share ideas (take on the 

community based approach to job-seeking strategies), provide a living 

wage to all workers.  

• Create opportunities for upskilling: We’re finding a lot of people are 

promoting employers, upskilling their own employees. There might be 

people who are on the front lines, maybe in agriculture, people are 

promoting them to a managerial level. That could give them better hours, 

a higher wage… right now, there isn’t a lot of participation by employers in 

programs like that (Interviewee 6). 

Summary  
As part of a larger emerging investigation on rural precarious employment 

in Ontario, thirteen key informants participated in interviews with the goal of 
learning more about how precarious employment is experienced on the ground. 
Responses suggest challenges associated with precarious employment are 
experiences by individuals, families, and communities. Firsthand accounts of 
experiences from those precariously employed will be collected in the next phase 
of this study and will prove highly valuable in triangulating data collected thus far. 
At this stage, the perceived impacts on individuals and families are at the 
forefront of responses from key informants. The impacts on communities are less 
direct and are more difficult to identify. Outmigration, industry specific norms, and 
employment support resources are all elements contributing to the experience of 
workers who are precariously employed in rural Ontario. A reimagining of 
elements in the employment system such as hiring practices, wage minimums, 
and upskilling are components to plans for reform identified by interviewees.     
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