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Occupational Health and Safety Practices in Nigeria: An Overview of the Automobile Engineering Organisations in the Informal Sector

Abstract

There are issues arising from the occupational health and safety practices in the Nigerian informal sector and how it affects the performance of the automobile engineering organisations specifically in the informal sector. The informal sector does not have any regulatory authority overseeing the health and safety practices in the sector and the sector seems more at risk of the consequential effect of not taking awareness of occupational health and safety. How then does the sector manage its occupational health and safety practices and how has this affected performance in the sector?
This study looked into the situation in the Nigerian informal sector as it relates to occupational health and safety practices and employee performance. The study brought out salient issues and occurrences leading to the problem presented in the study. The hypothesis was designed in line with the issues identified in the statement of problem. The literature review delved into existing literature in the area of interest. The methodology was qualitative in nature.
I will conclude that occupational health and safety has a significant positive impact on organisational performance in the informal sector looking at the automobile industry.








Introduction

[bookmark: _Hlk16938180]Occupational health and safety in most developing economies has not been well studied. Although many studies have been conducted in different industries, only a few have been carried out in the informal sector especially in Nigeria (Onyenechere 2011). The informal sector constitutes economic activities involving the production and distribution of goods and services that are not registered and regulated by the state or local government in contexts where similar activities are regulated (Sikpar 2011).  Hope (2001) produced a catalogue of names describing various aspects of the informal sector such as subterranean, underground, unofficial, hidden, shadow, invisible, small-scale, micro-enterprises, and the second economy. Some of the characteristics of the informal sector activities are; small scale in size, labour intensive, low fixed costs, use of simple technology, reliance on family labour, use of personal or informal sources of credit, non-payment of taxes, relatively easy to establish and exit… (Hope, 2001).
Also, it can be said that, the informal sector in Nigeria is a major employer of the uneducated populace in the country’s economy. But, the employees and employers in the informal sector have not given occupational health and safety due attention as many of them consider occupational health and safety peripherally. Hence, this study sought to fill this void by exploring the state of occupational health and safety practices in the Nigerian informal sector with focus on the automobile engineering firms in the sector. The informal sector does not have any regulatory authority overseeing the health and safety practices in the sector and the sector seems more at risk of the consequential effect of not taking awareness of occupational health and safety.
Every work environment has their peculiar hazards ranging from environmental, to physical, and even psychological, all of which can cause acute and long-term injuries to employees in an organisation (CDC 2011). In a bid to be humanitarian and for moral reasons, organisations are economically motivated to reduce workplace injuries, as there are substantive direct costs, indirect costs, and costs to overall employee well-being related to not doing so.
In Africa, the issue of occupational health and safety practices has been ignored by most organisations. The ILO reported that 63,900 work deaths occurred in the 54 African countries and that an estimated 1,560,000 disabling work injuries occurred (ILO 2010). The fundamental perspective on why majority of African countries and organisations struggle to foster an effective occupational health and safety workplace is that most employers put greater emphasis on productivity and profitability while compromising health and safety standards, procedures, policies and programmes. In Nigeria, the status of occupational safety and health situation is an issue of growing concern by the employers, government, managers, industrialists, workers and other stakeholders. Health and safety has not been given due attention by managers, employers, employees, trade unions, employers’ associations and other stakeholders in recent years because it has not been seen as a core of carrying on business (Nyakang'o 2009).
The informal sector in Nigeria is very heterogeneous because of the diversity in the activities they undertake. Many informal jobs are not just flexible, insecure and precarious, but are also hazardous and they take place in settings which are both unsafe and unhealthy. Such work environments may include informal market areas, roadsides, waste dumps, and poorly serviced homes, all of which can expose the workers to environmental disease, traffic accidents, fire hazards, crime and assault and harsh weather conditions. With respect to working conditions, informal workers who are employees usually suffer from exploitation in the form of long working hours, lack of holidays, minimal job security or generally low wages (Alfers 2009).
Occupational health and safety is therefore important for the effective and efficient operation of informal sector workers. A safe situation is one where risks of injury or property damage are low and manageable. One of the aims of occupational safety and health programs includes fostering a safe and healthy work environment. Occupational safety may also protect co-workers, family members, employers, customers and many others who might be affected by the workplace environment. Occupational safety and health can be important for moral, legal and financial reasons. In common law jurisdictions, employers have a common law duty reflecting an underlying moral obligation to take reasonable care for the safety of their employees (Occupational safety and health act, 2014). Statute law may build upon this to impose additional general duties, introduce specific duties and create government bodies with powers to regulate workplace safety issues. (OSHA 2014).
One of the issues faced by automobile engineers in the informal sector is that they are exposed to physical hazards such as noise, vibration, fire, filthy environment; chemical hazards including smoke, dust and inhalation of fume, ergonomic hazards such as poor posture; psychosocial hazards including stress. How to organise the work to ensure a safe and healthy work environment is crucial. Furthermore, improving the health and safety has repeatedly been shown to save lives, time, and money, and to increase business goodwill and good reputations (Kikwasi 2010). There is therefore need for program and practices that will see to the wellbeing of workers in the informal sector, especially the automobile engineers in the sector. Hence, to what extent will employee wellness program affect productivity in the Nigerian informal sector?
The study conducted by Okojie (2010) concluded that a major problem facing the Nigerian informal sector is the lack of skilled personnel, which is a major determinant to effective enforcement of OSH program. This view is further supported by Omojokun (2013), who posits that an insufficient number of competent occupational health services experts hinders the development of occupational health services globally. However, Makhonge (2005) points out that a self-regulatory style of enforcement where safety and health committees are formed in workplaces with the responsibilities of regular inspections and monitoring of workplaces helps to improve enforcement.
Another issue in the sector is that the unstructured nature of the sector makes the sector to suffer from policy and regulatory neglect (Osei-Boateng and Ampratwum, 2011). Besides, according to Osei-Boateng and Ampratwum (2011), the informal sector workers are either ignorant about safety issues in their field of work or they simply cannot afford protective gadgets that protect them from adverse environmental and other hazardous conditions that constitute threat to health and safety. This predisposes the sector to various occupational hazards at the world of work. The informal sector which was thought of as a safety net for those unable to find employment in the modern sector (Fox and Gaal 2008) is characterized with low incomes, low skills and technology, limited job security and less social protection in many developing countries (Osei-Boateng and Ampratwum 2011) such as Nigeria. There is therefore need for policies and programs to be put in place in other to guide the practice of occupational health and safety.
Enforcement of regulations is very important in ensuring the efficacy of regulations. Thus, Idubor and Osiamoje (2013) opine that regulations without proper enforcement are tantamount to no laws. As a result of that, Idubor and Osiamoje (2013) postulate that lack of strict enforcement of OSH regulations enables non-compliance to OSH regulations. Meanwhile, non-compliance to OSH regulations is a major contributor to the poor state of OSH in Nigeria; Diugwu et al. (2012) maintain that the failed OSH management system in Nigeria is due to the non-compliance to OSH regulations and provisions. Hence, there is need for a form of check on the adherence to the existing regulations of occupational health and safety.
Against this backdrop, the study will look into the effect of occupational health and safety on organisational performance. The study will focus on the Nigerian informal sector with the automobile engineering organisations being the specific focus of the study.
The following questions will be used for the basis of analysing the effect of occupational health and safety practices on organisational performance.
1.	To what extent has employee wellness program affected productivity?
2.	What influence does health and safety committee have on employee turnover?
3.	What is the impact of health and safety policy on employee satisfaction?





Aim and objectives of the Study
The main aim of this study is to examine the effect of occupational health and safety practices on organisational performance. The specific objectives are to;
1.	Evaluate the extent to which employee wellness program affect productivity.
2.	Appraise the influence of health and safety committee on employee turnover.
3.	Assess the impact of health and safety policy on employee satisfaction.

LITERATURE REVIEW

Occupational safety and health

Occupational health and safety is a multidisciplinary area concerned with ensuring the safety, health and welfare of people at their places of employment. The aim of all occupational health and safety programs is to ensure a safe work environment (Anderson 2007). Occupational health deals with health-related issues arising from working conditions that cumulatively lead to deterioration of the workers’ health. However, occupational safety is concerned with prevention of accidents and minimizing the aspects of work environment that have the potential of causing physical harm to employees (Armstrong 2012).

Occupational safety and health programs

Occupational safety and health programs involve practices or activities that are undertaken by the establishment in reducing unsafe conditions and unsafe acts in the workplace. Bomel (2007) posits that reducing unsafe conditions is always an employer’s first line of defence in accident prevention. Bomel further observed that in designing safe and healthy environments, employers need to pay special attention to vulnerable workers in the workplace either due to lack of education, ill-fitting personal protective equipment, physical limitations or cultural reasons.
Achieving a healthy and safe place of work and elimination to a maximum extent, the possible hazards to health and safety is the responsibility of everyone employed in an establishment as well as those working under contract. The occupational safety and health programs are designed to minimise the impact of work-related illnesses and accidents arising from the work (Armstrong 2012). Designing and implementing intervention programs is more tasking to establishments with none operations around the world because it is more difficult to monitor progress. Related to this challenge and responsibility of Human resource professionals and establishments is taking care of the conditions resulting from major diseases epidemics and major disasters. Given the magnitude of the impact of diseases and disasters, establishments must be proactive in managing occurrence (Brown and Session 2012).
From a different point of view, Dessler (2008) argues that healthy and safe working environment does not just happen, it has to be built. The establishments with the best reputation for safety have built well-planned, thorough health and safety programs. Concern for safety should begin at the topmost level within the establishment through to the least part of the establishment. If an establishment takes effective safety and health precautions, only a few employees will have short or long term ill-effects as a result of working at that organisation.
Nzuve (2009) believes that establishments depend on employees as working partners and fellow members of the establishment community. The achievement of a healthy and safe place of work and elimination of maximum extent of possible hazards in an establishment is the responsibility of everyone working in the firm as well as those working there temporarily. By reducing the rates and severity of occupational accidents, diseases, workplace violence, stress related illness, and improving the quality of work for their employees, establishments become significantly effective.
Establishments invest in health and safety programs in part of humanitarian duties but also out of concern of controlling resultant costs of not investing in it. They also benefit from having healthy employees as some have been willing to invest for this purpose by setting wellness programs and facilities (Dubois and Gadde 2007). Many interventions can be used to improve workplace safety and health practices. Among the most common are programs designed to reduce accidents and injuries, reduce diseases, improve employees’ ability to manage stress and overall health. While some of the interventions are intended to change the lifestyles and non-work behaviours of employees. All these interventions can reduce the many costs associated with employee injuries, illness and death (Werner 2009).
There are programs that endeavour to decipher the causes of accidents and aiming at reducing the accidents. It is a perpetual process of enhancing safety and it endeavours to minimise the effects of accidents (Chau and Kanbur 2010). Guadalupe (2009) postulates that the heart of organisations safety programme is accident obviation. Occupational health and safety additionally covers all the people and programmes directly or indirectly involved in making the work environment safe. It includes practical, enterprise-level efforts aimed at achieving adequate occupational health and safety such as Medical/health surveillance, Health and Safety Committees, Employee Wellness Programs, Employee Assistance Programs, Health and Safety Policies, Health and Safety Audits, and Health and Safety Training. The programmes focused on are discussed below.

Performance
Business performance is a multidimensional phenomenon, related to an organisation’s ability to attain set goals by using resources in an efficient and effective manner with the view of making profit at customers’ satisfaction and meeting stakeholders obligations as at when due (Awang, Kassim, Aziz, Mahmood, Tajudin & Abdullah, 2014; Bengesi & Le Roux, 2014; Dogan, 2015). Performance is a fairly broad concept, and its meaning changes in accordance with user perspectives and needs (Kabuoh, Ogbuanu & Chieze, 2016). To ensure survival, it is important that a business performs well (Dhliwayo & Van Vuuren, 2011).
Organisational performance comprises actual output or results of an organisation measured against its intended output or objectives. According to Richard (2009), performance encompasses three specific areas of firms outcomes: (1) financial performance involving profits, return on assets, return on investment; (b) product market performance (sales, market share); and (3) shareholder return (total shareholder return, value added). Most managers realise that financial indicators alone are inadequate for managing the modern organisation. Firm performance is the sum of accomplishments attained by all businesses/departments involved with an organisational goal during a given period of time with the goal either meant for a specific use or on the overall extent (Ling and Hong 2010).


Effects of Occupational Safety and Health Programs on Employee Performance

Occupational health and safety is paramount in the employees’ work environment because nowadays, human resource is the most valuable asset that an organisation possesses and the existence of lamentable occupational health and safety environment greatly affects the job performance of employees. Occupational safety and health, the wellness and quality of life of employees are important criteria for productivity and are of utmost relevance for overall socio-economic and sustainable development (WHO 1994).
A safe work environment exists when the manager has done everything possible to establish the condition that inspires success and to eliminate the causes of accidents. Safe and healthy work environment provides the organisation and its employees with the opportunity to achieve high performance (Werner 2009). Robin and Walker (2000) argue that the identification of the consequence of health and safety in recent years has been heavily influenced by the intensification of competition and the relative progress of organisations where investment in employee health and safety is considerably emphasised.

Literatures on employee wellness program and productivity
Dowling (2010) found that employee financial wellness is the missing piece to maximizing the effectiveness of existing wellness programs and fully containing healthcare costs. Financial wellness programs like financial planning, investment planning and budget advice leads to job satisfaction, low turnover and productivity. Medical/healthcare planning programs were found to affect employee performance among employees. The findings corroborate with the study by Marcolin and Abraham (2012) who argued that financial challenges can lead to increased levels of stress and anxiety that are often carried with them to the workplace therefore medical/healthcare planning is important in addressing the challenges.
Robert (2012) also found that the ability to establish and maintain positive co-workers contributes to their social wellness which influences teamwork performance; thus showing that social wellness programs improve employees’ performance. Social wellness programs like leaves/vacations, team building, flexible work arrangements lead to job satisfaction, low turnover and productivity among employees. Most respondents indicated flexible work arrangements to affect employees’ performance when employees are given leaves and vacations to enable them to relax their mind which ultimately helps them reflect on their goals. This corroborates with the study of Ongeri (2013) that flexible work may allow more freedom to employees to organise their work to fit in with other parts of their life. Most respondents indicated that regular team-building programs affected employees’ performance when employees engage in teamwork activities outside the place of work. Indeed, team-building activities improve teamwork performance in the organisation

Literatures on health and safety committee and employee turnover
Amponsah-Tawiah et al. (2013) found that when safety leadership and co-workers articulate and enact the importance of working safely, they reinforce safe practices and teach employees the value of working safely through vicarious learning. Such practices also provide workers with social cues which they use to understand expectations about their behaviour. These cues are particularly important in circumstances where there is a conflict in priorities between production and safety which eventually reduces employee turnover intention. Zohar (2002) also found that the position of safety leadership in the administration of safe environment prevents accidents, ensures employees’ leadership commitment to their own safety, and directly affects turnover intent of employees. Interpersonal and managerial support for safety is an important factor to consider as it is associated with lower levels of negative safety outcomes such as workplace injuries (Tucker et al. 2008). In this sense, management attitudes and behaviour towards safety permeates down through the organisation to the workforce.


Literatures on health and safety policy on employee satisfaction
A research was carried out by Womoh et al. (2013) to examine the impact of health and safety policies on employees’ performance in Ghana's timber industry. The result showed that health and safety measures put up by the company positively correlates with employees' performance despite the fact that the correlation is weak. There is also inverse relationship between reducing the number of accidents and injuries through health and safety promotions and employee’s performance. From the findings, it was concluded that organisations need to pay much attention to their health and safety measures since apart from the fact that in other jurisdictions it is backed by law and is mandatory, it is classified as an existing need around which other motivational factors meant to improve employees' performance revolve.
Looking at the effect of occupational health and safety policy on employees' performance, Lim (2012) added that when workers understand the health and safety rules and procedures of their job and the tools used for working, it helps them to work effectively and efficiently resulting in better performance of employees. Hudson (2012) also sees health and safety promotion at the workplace having direct positive impact on employees' performance. A research conducted by Pollitt (2011) support the many writers who see organisations enjoying direct benefit in promoting occupational health and safety. To them, in an organisation where employees within feel that management 'cares' for them, there is an indication of positive management of occupational health and safety system which in turn results in safer working practices. It also has positive impact on employee outcomes such as job motivation, job involvement, safety climate, organisational commitment, job satisfaction, mental health and well-being.
Literatures on health and safety audits have on employee commitment
A study conducted by Siu (2002) found a positive relationship between the physical well-being of employees and affective commitment. According to Zeidan (2006), employees with high affective commitment demonstrate emotional attachment/identification with, and involvement in the organisation, and such employees are less likely to engage in withdrawal behaviours such as absenteeism, low performance, and turnover (A’yuninnisa and Saptoto 2015, Dixit and Bhat 2012). Cooper (2014) also found that in order for management to develop loyalty among employees, especially those working in highly hazardous organisations, the health and safety of these employees must be a top management priority. Sinclair et al. (2005) also found that when organisations failed to address poor working conditions such as excessive noise, abusive supervision, poor visibility and dusty conditions, there was a decrease in employees’ continuance commitment to the organisation. Thus, employees judge the cost of staying with their organisation to exceed the cost of leaving. In other words, to get devoted employees to work within highly hazardous organisations, there is a need to provide effective safety and health systems that safeguard employees’ health and safety.

METHODOLOGY
A qualitative approach was chosen as the research method for this study. The process of research involves empirical work being carried out with the collection of data which can concur, refute or contest theories which in turn allows for understanding and clarification for different observations (May 1997). 
Qualitative research involves a process known as induction, whereby data is collected relating to a specific area of study and from this data, the researcher constructs different concepts and theories. A qualitative approach was considered more relevant to undertake this research as it allowed greater capacity to gain more depth and meaning based on an individual’s experiences of unemployment along with their beliefs and feelings opposed to a quantitative approach which is more structured, broader in scale and more numerically based.
Semi-structured interviews were selected to carry out this research study. They allowed the participants to elaborate and with that provided more flexibility, range and therefore the capacity to elicit more information from the participant. Semi-structured interviews permit scope for individuals to answer questions more on their own terms than the standardized interview permits, yet still provides a good structure for comparability over that of the focused interview (May 1997). 
Kumar (2005) views the interview as the most suitable approach for studying complex and sensitive areas as the interviewer has the opportunity to prepare a participant before asking sensitive questions and to explain complex ones to them in person.
While the interview process is a valuable means of collecting rich and in-depth data, it can prove to be an expensive and time-consuming process. Interaction between the interviewer and the participant can differ as each interview is unique and the quality of the responses obtained from different interviews may vary significantly (Kumar 2005). Furthermore, the quality of the data generated is affected by the experience, skills and commitment of the interviewer (Kumar 2005). A risk of researcher bias can also exist. In addition, it can prove to be a difficult task to gain reliable data on the research subject if there are a small number of participants involved, unlike the quantitative approach which involves a higher number of participants and hence in certain circumstances can provide more far-reaching and reliable data results.
The sampling technique adopted for this study is the purposive sampling technique. The purposive sampling technique, also called judgment sampling, is the deliberate choice of a participant due to the qualities the participant possesses. It is a non-random technique that does not need underlying theories or a set number of participants. Simply put, the researcher decides what needs to be known and sets out to find people who can and are willing to provide the information by virtue of knowledge or experience (Bryman and Bell 2011). The automobile mechanics at the informal market at Okebola road, Ibadan in Oyo state, Nigeria are selected for the study because they have been there for decades and there is likelihood of knowledge pertaining to the research topic.

Expected conclusion
In response to the first objective which is to find out the extent to which employee wellness program affect productivity, the amount of attention being paid to employee wellbeing by their organisation is not encouraging. Employees’ health is not a priority to their employers especially in an informal sector of the economy. The major goal of the employer is to make huge profit not minding the cost to their employees in terms of health and wellbeing. Hence, it is expected that a negative interaction exists between employee wellness program and productivity.
In response to the second objective which is to ascertain the influence of health and safety committee on employee turnover, the constitution of health and safety committee in an organisation is expected to reduce employee turnover due to health-related reasons. However, the Nigerian case is different in that organisations hardly constitute a committee for health-related matter. As such, when employees become aware of the lack of provision on health-related issues, they tend to develop intentions to leave such organisation. Hence, it is expected that employee turnover will be high in such organisations for health-related reasons.
In response to the second objective which is to find out the impact of health and safety policy on employee satisfaction, it is expected that health-related policies are made known to employees who in turn see a reason to stay with the organisation if they deem the policy favourable. The informal sector in Nigeria however, does not have such policies in place because it is a sector mostly filled with unexposed people and uneducated so the employees in the sector may look to search for greener pastures where good policy is in place which could make them to be safe and better and so has not to be exposed with physical hazard or danger because of lack of health and safety practice in the informal sector looking at the automobile industry in Nigeria which i concluded that occupational health and safety has a significant positive impact on organisational performance in the informal sector looking at the automobile industry.
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MY REFLECTION

An in-depth research goes farther than making a choice of research methods based on simplicity of methods, bias, or random selections. It is a conscious desire to solve a problem, fill a gap, gather information, make data comparisons and investigate an issue. The topic of my doctorate research is ‘The impact of health and safety management on employee performance in the informal sector of an automobile industry’. Based on what a good research seeks to do, I have looked deep into my topic and the problem I want to solve; this is a step that has given me an idea of the research methodology that will be useful.
Over the years, I have known two major research methodologies and I know they both are important in different scenarios. These methods are the qualitative and quantitative research methodology.  From my study and research, I realize that quantitative methods test “what?’’; They are ideal when comparing data systematically, to create generalizations from the entire population or using hypothesis to test theories. Therefore, if the goal of my research work involves proposing a course of action or theory, then I will go ahead with quantitative research to carry out statistics to back up my goal. Qualitative research on the other hand tests ‘why’. They tend to recognize a complex reality and understand what action means in a framework. I will therefore say that this method is preferred when looking for reasons why in some situations, people prefer a particular kind of action. It is a step taken if the researcher’s overall objective is to investigate or survey an area.  Qualitative method is therefore a means to get measurements that lead to a statistical analysis. Due to the varying contexts, both methods are being used. I prefer a combination of the two for my doctoral research, since investigation begins with qualitative through surveys, interviews and so on, while further investigation, analysis and conclusions can be drawn from the quantitative research methods.
Controversially, people tend to use quantitative methods for their doctoral research as a ‘research norm’ and consider it valid because it provides generalized results. I have realized that the method to be chosen should be derived from the research problem. Honestly, this is a good step to take and since my topic is broad and needs both investigative and generalized results, I will therefore prefer to combine both. Although, I will say qualitative method is the easiest to use because it is really engaging and creative and it involves speaking to several persons, conducting interviews and so on.
Also, I lack some level of confidence in quantitative methods, my reason being that most of my undergraduate and postgraduate research work was qualitative. As a result of this, I have decided to work on learning the use of quantitative methods extensively so that I will not continue the trend of qualitative methods based on iota of bias. It is therefore not a matter of preference, but the purpose of my research work. The better option can be derived from the data itself, the knowledge I want to derive, my research questions and the time available for me to complete my research. Other factors I have tried looking into are the epistemological paradigm, which is, viewing and probing reality from phenomenology to positivism.  I therefore have to generalize results and place emphasis on peoples' views concerning an issue. I will look into previous questions asked and give detailed answers before making a choice on particular methodology.
There is a saying that ‘whatever has an advantage also has a disadvantage’. This is the reason why conclusions cannot be fully made without looking at the pros and cons of qualitative and quantitative analysis and its similarities. Quantitative analysis, although are clear cut, cannot answer ‘why’ things occur, they are predominantly preferred to examine interactions between variables, neither emotions nor ideas. On the other hand, it is easy to generalize the results provided, which cannot be achieved by implementing qualitative methods. Also, where quantitative research (survey) seems difficult to generate new hypotheses and ideas for a topic, qualitative methods could be used to formulate new research questions. A combination of both techniques (blended study methods) is an exciting trend that could provide responses to many study requests, particularly when used with the strengths to supplement the disadvantages of each approach.  A lot depends on the literature gap. If there is a wide gap in a specified subject region and there is still much to be done to resolve the study questions, qualitative will assist resolves the trends and clarifies the issues. After qualitative exploration and the issue is sufficiently small to warrant quantitative designs (with testable hypotheses), then solving the issue can effectively begin to fill the gaps in the literature and the wider knowledge base is growing. Other differences between the two methods are summarized below:
	
	Quantitative Research methodologies
	Qualitative Research methodologies

	Dimension
	Research-quantitative
	Research-qualitative

	Focus on problem within context
	Little
	More

	Group studies
	Small
	Big

	Scope
	Shorter range
	Longer range

	Closeness to problem being examined
	Smaller
	Bigger

	Researchers opinion
	External
	Internal

	Theoretical framework/analysis
	More structured
	Less structured

	Exploratory analysis/Flexibility
	Lower
	Higher



From the above table, it is best to select the research methodology that best fits the analysis scenario. Qualitative and quantitative methodologies stand out for their usefulness and broad acceptance.  Also, the most widely adopted techniques within the qualitative methodology are case studies, field study and focus group. On the other hand, the most common methods of conducting quantitative research are surveys and correlation studies. Whatever technique I choose will take into account the benefits and disadvantages of each technique, as well as the research study's issues, specifics and nature.

Furthermore, qualitative and quantitative methods also have a lot of similarities. They both are tools for measuring data. When the data measured is expressed in numbers, it is quantitative but if it is expressed in actions and words, it is qualitative. Furthermore, they both stand on their own and rely on each other to help the research process.  Quantitative research is only achievable as a result of qualitative coming first. Also, qualitative and quantitative analysis both produces the data to be analysed. The research could be conducted in diverse ways but these two methods still require that a raw data be analyzed. Also, the raw data between the two methods is qualitative. There is also qualitative raw data between the two techniques. Usually the figures are objective but qualitative is the method of selecting them and justifying their significance. Although some qualitative methods may be merely impressions of a researcher, other qualitative data are fitted into quantitative data. An example includes a survey where individuals are placed on a scale of 1 to 5; while the impressions are qualitative, they are quantitatively conveyed. This makes researchers to transform qualitative impressions into quantitative data. Additionally, quantitative and qualitative analysis always involves a researcher and the most common similarity between quantitative and qualitative methods of research is that they involve mixed methods consisting of raw data and individual expressions.

In summary, I like to combine both qualitative and quantitative studies in order to get a thorough analysis.  Furthermore, the two research methods complement each other, and making a choice is about getting the best fit between the project, the resources available, and the process. There will always be a compromise but finding the one that will give you the most robust and useful results for working on the project are usually the best.However,in my research work, I will be majorly focusing on the qualitative research methods more useful because of the kind of people I will be gathering and collecting data from in the informal sector in the automobile industry in term of health and safety practice which using quantitative it might look difficult in the methods of gathering and collecting data through questionnaire and other quantitative means unlike qualitative which I can have one on one conversation to the participants by interviewing them physically at the work place or by observation which could even let me have a better understanding of how work are done in the industry.
So with my stated point of view about both qualitative and quantitative in my research work on health and safety management in the informal sector looking at the automobile industry, I will prefer to go for qualitative because is more visible and valid unlike quantitative and I will have a good analysis report even though I accept both research methods for a better valid result, I will still prefer qualitative research methods because of the informal sector in Nigeria which does not have such policies in place because it is a sector that is mostly filled with unexposed people and uneducated people and a good policy has to be in place which could make them to be safe and better and so has not to be exposed with physical hazard or danger because of lack of health and safety practice in the informal sector looking at the automobile industry in Nigeria.



