
1. Prologue – June 2013
Steve is at work in the processing department of PPC’s Jupiter factor
in Germiston. He is 33 years old and joined PPC in 2006. He is very
worried today and is having trouble concentrating on his work. While
not married, he has four siblings. He lives with his brother and two
sisters in Dobsonville, Soweto. His mom died two years ago and his
father was always absent from the family. Steve, being the only sibling
employed, is responsible for looking after the family. His younger brother
starts high school next year and Steve needs to find the money to
register. The problem is that he has so many loans that he is struggling
to pay them off and does not know where he will get the money. 

In another part of the factory Moses is also anxious. He has been working at PPC for 35 years having started in
December 1980. Moses is now a labour assistant.  He stays in Meadowlands in Soweto in a shack in a backyard. His
family lives in Limpopo in a traditional dwelling on a site that he owns. He has a wife and five children, four boys and
a girl. Only one boy remains in the house in Limpopo, the others have left and have their own families. His last boy is
in matric and then it will be just him and his wife. Moses is worried about retiring to a traditional dwelling. He and his
wife are getting old and he is concerned about their health.  He dwells on the fact that he works in a cement factory
but cannot afford to build a decent house. It is difficult to live in a backyard shack. There is no bathroom and the owner
of the yard has lots of rules. His son is coming to stay with him soon and he knows the rent will go up as a result.
Winter is especially difficult, as it is so hard to keep the shack warm. 

Things are different for Themba who has worked for PPC since 2003. He is currently a supervisor for production at
Jupiter and is turning 37 in October. Themba is married and has two children. He is living in a two room rented flat in
Primrose and dreams of being able to buy a house for his family. He would like each of his children to have their own
room and a garden to play in. He is in a good position as he has been saving for some time for his dream house. He
also received a substantial lump sum amount from shares issued by PPC and has put it into his savings. He is confident
that he will have sufficient funding for a deposit for a mortgage loan.
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The Centre for Affordable
Housing Finance in Africa (CAHF)
is a not-for-profit company with
a vision for an enabled affordable
housing finance system in
countries throughout Africa,
where governments, business,
and advocates work together to
provide a wide range of housing
options accessible to all. 
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Africa’s housing finance markets
work, with special attention on
access to housing finance for the
poor. We pursue this mission
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collaborations and a market-
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of our work is to see an increase
of investment in affordable
housing and housing finance
throughout Africa: more players
and better products, with a
specific focus on the poor.  
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Across Africa, practitioners are grappling with the challenge of creating an enabled housing finance environment. While
these challenges may seem insurmountable, there is a growing track record of novel solutions and initiatives, pioneered
by policy makers, financiers, developers and households themselves, suggesting that there are new opportunities for
making the housing finance sector work for the poor in Africa.  This case study is part of a broader series that CAHF has
commissioned in order to support professional development and inform a broader research and dialogue process. The
case studies vary, addressing themes as diverse as housing microfinance, mortgage liquidity facilities, cement block-
banking, home loan guarantees for the informally employed, and infrastructure financing, highlighting experiences from
countries across the continent. We hope this series contributes to more precise and successful endeavours that realise
the opportunities in this market. 

This case study was produced with the support of the National Housing Finance Corporation.



2. Introduction
In South Africa approximately 3.2 million households earn between R6,500 and R25,0001 per month. These households live in a
wide range of housing circumstances. The 2011 Census indicates that 83% live in formal accommodation either owned or rented,
6% in informal settlements, 4% in backyard rental and 4% in dwellings made from traditional materials. Living conditions in these
housing circumstances is very poor, both in respect of the quality of the housing stock and access to basic services. 

These households do not qualify for support from South Africa’s national housing programme, with the exception of the Finance
Linked Individual Subsidy Programme (FLISP)2.  Accordingly households must rely on their own savings, loans or support from their
employer. The way they invest in housing is not necessarily a single large transaction that occurs once or twice in a lifetime, as
with upper income households, but rather multiple or a series of incremental investments. 

Many of these households lack knowledge and are inexperienced in operating in the housing market. Their low incomes exacerbate
their vulnerability3. Such households often rely on friends and family for advice and support in accessing housing4.  On the supply
side, while suppliers and professionals providing housing related services are in abundance, their impact on these households is
limited both because of the poor functioning and their poor understanding of the market. 

The ability of households to participate in the housing market is impacted by their affordability and the extent to which there are
affordable opportunities available and accessible in the market.  In addition, there are high levels of consumer indebtedness and
impaired credit records for households earning below R26,000 per month, severely inhibiting their ability to transact in the housing
market5. 

All of the above results in many households living in poor or overcrowded housing circumstances taking unnecessarily high risks
when buying or building a house, often losing scarce savings and failing to effectively complete a transaction. 

Employers in South Africa, particularly larger companies, have a history of providing support to employees in respect of housing.
Typically this includes one or more of the following6: 

n A housing allowance comprising a monthly amount in addition to the employee’s salary.
n A grant often provided towards the deposit of a mortgage loan.
n A monthly contribution towards the repayment of a mortgage loan.
n Support in accessing a mortgage loan often on specified terms arranged with the lender.
n A small loan often secured against a portion of the employees benefit in their retirement fund.
n Rental accommodation at reduced rentals particularly in remote areas to attract skilled employees.

This case study sets out the PPC Home Owners Support Programme. This programme is a new and innovative method of an
employer assisting its lower grade employees to improve their housing circumstances. The method is unique firstly in the way in
which the support is structured and secondly in that indebtedness is addressed as part of the pathway to home ownership.

3. Background 
PPC is the leading supplier of cement in Southern Africa. It has eight cement manufacturing facilities and three milling depots in
South Africa, Botswana and Zimbabwe. PPC has been in existence for 118 years having been established in 1892. PPC has 24
operations in South Africa primarily in and around Cape Town, Port Elizabeth, the Gauteng Region, Mafikeng and Kimberley. 

Prior to the implementation of the Home Owners Support Programme, housing assistance provided by PPC was in line with common
practice in South Africa and comprised: 

n A pension-backed home loan arranged with one of the large financial institutions for qualifying employees. To qualify the
employee must meet the affordability criteria for the home loan, must not have an adverse credit record and must not have
any garnishee orders against him/her. The maximum loan size was equal to 60% of the employee’s pension fund credit.
The interest rate was set at prime. The loan was deducted from payroll and had to be used for housing purposes. The
security for the loan was the employee’s pension fund credit and the pension fund signed as co-surety for the loan.  

n Employees could access cement at reduced prices. 
n PPC provides accommodation at their remote operations for skilled employees at low rentals. This was predominantly to

attract skilled staff and was generally not available to lower grade employees. 
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1 SA Census 2011
2 The FLISP is a once off subsidy provided to a first time home buyer, earning from R3,501 to R15 000 per month. The subsidy provided is between R20 000 and R87 000,

depending on the applicant’s monthly income. 
3 Barbara Lipietz, International Experience, 19 October 1999, Nurcha
4 See The Workings of Township Property Markets, FinMark Trust, 2004 and Housing Entrepreneurs, Shisaka for FinMark Trust, 2006
5 Due to the widespread use of unsecured credit, it is estimated that in South Africa 9.22 million consumers have impaired records (47% of 19.6 million credit active consumers).

Perspectives on South Africa’s Affordable Housing Market, K Rust , 2013 
6 Shisaka, Airports Company South Africa, Market research to benchmark ACSA’s current housing benefit, 14 August 2012 and authors own experience
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In 2013 PPC relaunched a campaign called Kambuku, which focused on making PPC a dynamic, innovative and caring company.
As part of this, the PPC Black Economic Empowerment Programme was restructured resulting in over 26 million shares being
issued to qualifying employees under the PPC Phakamani Trust.  In addition the need to introduce a housing programme was
identified. The implementation of the housing programme was delegated to Yogesh Narsing, who managed special projects.  In
seeking a service provider to assist in the implementation of the programme, Yogesh was referred to Matthew Nell of Shisaka.
Matthew had been assisting employers in respect of housing programmes for over 30 years.   

During the initial discussion Matthew suggested a new approach to providing support that would enable employees to access the
help they needed, in a way that directly met their personal needs and investment strategies. There would be one-on-one personalized
support provided to employees in a way that would respond directly to their own personal housing and financial circumstances.
The support would include advice, access to finance and housing opportunities, as well as support to resolve creditworthiness
constraints. The underlying philosophy would be that acquiring a home must be a life changing experience for every employee –
not only in terms of improving their families living conditions, but because they are fundamentally empowered by managing their
housing process and achieving their planned results. This meshed well with the intent of the Kambuku programme. Accordingly,
Shisaka was requested to submit a proposal that was approved for implementation in June 2013. 

The first phase of work comprised of six components as shown in the figure below. The work was to be undertaken over a five
month period with the intention of formulating the support framework for improving the housing conditions of lower grade employees
who are inadequately housed. Initially the intention was to offer the programme at four facilities only, namely Jupiter, Port Elizabeth,
Slurry and Dwaalboom. 

7 Shisaka, Focused Housing Support To Lower-Grade Employees, Contextual Analysis and Proposed PPC Support Framework, 7 August 2013

Figure 1: Phase One:  Programme of Work

Source: Shisaka, Focused Housing Support To Lower-Grade Employees, Contextual Analysis and Proposed PPC Support Framework, 7 August 2013

Work commenced in July 2013 with a series of briefings with senior management and the undertaking of components 1 to 3 (the
desktop review, market assessment and development of the intervention support framework) which were completed early in August
2013. The key findings from this work were important in defining how the programme was structured and are set out below7. 

1. PPC’s 24 operations in South Africa are located in both urban and rural settings. In respect of the four focus operations:

n Two are in metropolitan cities (Port Elizabeth and Johannesburg (Jupiter)) and do not provide company accommodation.
Employees in grades 12 – 16 live in dispersed locations throughout the urban area.

n Two are in rural and remote locations (Dwaalboom and Slurry) and provide company accommodation for skilled
employees, to attract and retain such employees. Employees in the 12 – 16 grades are employed locally and live in
villages on tribal land in the areas surrounding the operation. 

Average Credit Capacity is the indicative amount of mortgage loan an employee could access if all of the employees
remaining net salary was used as an instalment for a 10% interest rate 20 year mortgage loan. 

Average indicative affordable mortgage value is the indicative amount of mortgage an employee could access if 30%
of his/her salary was used as an instalment for a 10% interest rate 20 year mortgage loa
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2. Salaries ranged from an average basic salary of R8,600 to R16,000, as shown in the table below.  The average credit
capacity with no indebtedness ranged from R255,000 to R500,000. Indebtedness levels of 10%, 20% and 40% were
tested and it was found that if significant levels of indebtedness exist, employee’s ability to access credit for housing drops
significantly. At levels of indebtedness of 20% (i.e. 20% of employees’ net salary is servicing debt) then employees’
affordability drops to an average indicative mortgage value of R188,000.  This is much worse if levels of indebtedness are
higher than this (at 40% the average indicative affordable mortgage value is R92,000). At levels of indebtedness of 20% or
higher employees would not be able to access credit in order to purchase a reasonable housing product in formal housing
markets.

Employee
Grade

Average
age

Average
basic
salary

Median
salary 

Average
share

value @
R30

Average
PIA

Average
est. credit
capacity 

Average credit capacity indebtedness
@

10% 20& 40%

11 34 16 025 13 993 15 490 498 160 498 160 498 160 477 282 321 604

12 38 9 482 9 206 28 452 294 766 288 793 277 549 256 633 150 618

13 41 8 638 7 898 28 788 268 530 262 394 255 290 234 063 121 812

14 35 7 097 6 701 24 124 220 627 154 201 149 245 118 292 38 952

15 46 6 696 6 870 31 142 208 171 202 566 185 408 148 182 46 655

16 33 8 668 6 634 19 870 269 467 255 504 248 413 222 285 115 681

Total 36 8 182 22 032 254 323 221 859 214 824 188 262 91 565

Table 1: Assessment of affordability and credit worthiness phase one operations

Source: Shisaka, Focused Housing Support To Lower-Grade Employees, Contextual Analysis and Proposed PPC Support Framework, 7 August 2013

PIA – Payroll Indicative Affordability: This is the indicative amount of mortgage an employee could access if 30% of his/her salary was used as an
instalment for a 10% interest rate 20 year mortgage loan.
Credit Capacity is the indicative amount of mortgage loan an employee could access if all of the employees remaining net salary was used as an
instalment for a 10% interest rate 20 year mortgage loan. 
Indebtedness scenarios: Remaining net salary is equal to net salary less an estimated amount of minimum monthly expenses less and an amount
equal to 10%, 20% and 40% of the individual’s net salary that is used for other debt repayments.

3. Currently PPC provides limited housing support to employees in the grades 12 – 16 (see 3.1 above). There was potentially
additional support that could be provided including: 

n The PPC share allocation to employees (see 3.2 above). The allocation was based on length of service in the company.
These shares vested with employees from October 2013. The value ranged from between R15,000 to R50,000 with
an average of R22,000 (see table above). There was no link to housing but the capital value of shares could be applied
as a contribution to meeting housing needs.

n PPC had indicated a willingness to provide a grant of R 50 000 towards improved housing conditions.

4. An analysis of the housing markets in the towns closest to the four operations selected as the focus for the initial phase
was undertaken using data from the South African Deeds Registry and interviews with relevant municipal officials, developers
and estate agents. This compared the number of employees working for PPC in each town with the amount of stock available
and being sold, as well as new stock about to be developed (the project pipeline). This indicated that both Port Elizabeth
and Johannesburg are viable home ownership investment locations for lower grade employees. In respect of Dwaalboom
and Slurry, the housing market in the nearest local node is poor, however the local traditional villages offer viable home
ownership investment opportunities and this is where most support to invest in housing is likely to be required.

On the basis of the above findings the intervention support framework was developed and tested in meetings with senior
management. The intervention framework is outlined in Section 4 that follows.

Engagement with employees commenced at the end of October 2013 in the operations in Port Elizabeth, Slurry, Jupiter and
Dwaalboom as a first phase. As the phase 1 engagements commenced and as a result of pressure from employees, a decision
was taken to proceed immediately with Phase 2. This meant that by the end of January 2014 the programme had been offered to
all employees in all operations in South Africa. 

The engagement process comprised a briefing on the programme to all targeted employees. If an employee was interested in
participating they were required to submit an application form. By the end of the engagement process, of the 1,214 employees in
the targeted grades, 378 (31%) had signed up for the programme as per the table below.  As implementation progressed and
more employees started to trust the process, this was to increase to 471 (39%). Enrolment to the programme closed in December
2013. 
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8 Shisaka, Special Home Owners Support Programme, Component Three: Direct Engagement and Support Strategy, Report Back to PPC Management, 10 December 2013

The table below provides a summary of the support required based on an analysis of 152 employees as assessed at the end of
Phases 1 and 28. As is evident: 

n Just under half (49%) had cash flow problems or required debt consolidation
n A further 19% required debt rehabilitation 
n 11% had tainted credit records
n Only 9% could transact immediately

Operation No of employees 
(Grades 12-16)

Number of
employees who
have signed up

%

De Hoek factory 131 51 39

Dwaalboom factory 147 33 22

Hercules factory (incl Beesterkraal & Hercules) 147 38 26

Jupiter factor 77 55 71

Kgale quarry 29 0 0

Mooiplaas quarry 50 19 38

Port Elizabeth factory (incl Grassridge & Port Elizabeth) 53 22 42

PPC Lime 206 67 33

Riebeeck factory (incl Riebeeck & Saldanha2) 79 14 18

Sales (incl George, Mont Gardens, Nelspruit, Pietermaritzburg, Polokwane,
Rustenburg, Jupiter, Port Elizabeth)

59 16 27

Sandcats quarry 13 9 69

Sandton 38 12 32

Slurry factory 185 42 23

Total 1 214 378 31

Table 2: Enrolment at the end of Phase 1 and 2

Source: Shisaka, Special Home Owners Support Programme, Component Three: Direct Engagement and Support Strategy, Report Back to PPC Management, 10 December 2013

Ability to transact Total %

Tainted credit record 16 11

Debt consolidation 74 49

Debt rehabilitation 29 19

Can transact immediately 14 9

Appeal or Withdrew 19 12

Total 152 100

Transaction Support required No %

Buying an existing home 30 29

Buying from a developer 21 20

Upgrading an existing home (already owned) 21 20

Buying a stand and building 14 14

Building on a stand already owned 8 8

Over 54 and want to buy/build elsewhere 6 6

Don’t know 3 3

Total 103 100

Table 3: Ability to Transact and Type of Transaction Support Required

Source: Shisaka, Special Home Owners Support Programme, Component Three: Direct Engagement and Support Strategy, Report Back to PPC Management, 10 December 2013



Of all employees, 103 could transact immediately or would be able to transact in the short to medium term i.e. they needed to
resolve cash flow problems, required debt consolidation or to address tainted credit. The type of support required included: 

n Just under a third (29%) wanted to buy an existing home
n One fifth wanted to buy from a developer
n One fifth wanted to upgrade an existing home
n One fifth wanted to either buy a stand and build or build on a stand they already own
n 6% were over 54 years and wanted to buy or build a house not at place of work. This was one of the requirements of the

programme (for details see section 4)

On the basis of this data and experience obtained from the implementation of urgent cases the support framework was refined
and finalized. The purpose of the urgent cases was to provide ad hoc support to employees who needed immediate assistance
and could not wait for phase 1 to be completed9. The urgent cases included four employees who had already commenced a
transaction process and wanted to access the subsidy and support, and three employees who have damaged or incomplete homes
and required repairs urgently as a result of a family crises. 

These cases were very useful in showing how the process works. Most importantly they indicated that while the support required
by employees was intensive, it could be handled over the telephone. In addition, each employee is unique with their own set of
family circumstances and needs and the housing support provided had to be able to be flexible enough to accommodate this.
Accordingly, the urgent cases were very instrumental in assisting the design of the implementation phase of the programme.

During January 2014, PPC gave approval for the programme to be offered to the 471 employees who had enrolled. Set up of the
programme commenced in February 2014.

During the set up phase it became evident that to implement the programme dedicated resources were needed, comprising both
a strong facilitation capacity, as well as a back office that could track each employee as they moved through the process. Accordingly,
Matthew Nell decided that Shisaka, as a consultancy structured to provide strategic support in response to short-term contracts,
was not the right entity to provide the ongoing service that would be required. A new enterprise called the South African Housing
Club (SAHC) was therefore established in February 2013. 

Between February and April 2014 the PPC Home Owners Support Programme was established. This happened simultaneously as
the programme continued to be implemented with the engagements being offered and participation agreements being signed.
Implementation commenced in April 2014 (see timeline below). A service level agreement was signed between the SAHC and PPC
in May 201410. 
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9 ibid
10 PPC Home Ownership Support Programme, service level agreement between PPC ltd and the South African Housing Club Pty Ltd, 5 May 2014.

Figure 2: Project Timeline
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4. Programme Overview and Business Model 
4.1 Programme Overview

The purpose of the programme is set out as follows: ‘PPC recognises that its success is linked to the performance, commitment
and well being of its employees and believes that this is impacted on by their living conditions. Consequently, the PPC
Home Owners Support Programme aims to facilitate access for employees to safe, decent, and affordable housing close
to their place of work, by providing support and, in targeted cases, direct assistance, so that they can improve their housing
conditions and become home owners.  

PPC recognises that individual home ownership leads to a better quality of life, greater security for employees and also wealth
creation in the longer term. It also recognizes that certain PPC employees, particularly those in the Peromnes grades 12 to 16
are struggling to access home ownership close to their place of work. PPC’s initial focus is therefore on offering a once off
special assistance package to enable these employees to become homeowners at place of work’11 .

The Programme is offered for a three year period, commencing on the 1 October 2013 and ending on the 31 October 2016. The
support offered is a once off grant of R50,000, access to loan finance, and technical support towards purchasing a home or
upgrading an existing home to defined minimum standards12. In addition, a debt rehabilitation initiative is offered. Over-indebted
employees can initially use their own and the company’s home ownership contribution towards reducing the cost of repaying their
debt and, thereafter, can use the repaid amount towards the cost of purchasing a home. 

Employees who participate need to commit to undergoing financial education, subject themselves to recognized financial disciplines
and change the basis by which they manage their finances14. The key underlying principles of the programme are15: 

n Employees are responsible for and must own (take full responsibility for) their decisions around both their pathway to
homeownership or home improvement and also transacting in the housing market; and

n The housing transaction should enhance and not undermine or threaten the employee’s financial sustainability.

These principles were critical and ‘enable people to take charge of their own lives’. 

To be eligible to participate in the Programme employees must16: 

n Be in Peromnes Grades 12 to 16. 
n Sign up for the Programme and agree to the terms and conditions. 
n Have worked for PPC for longer than four years.
n Be accessing the support to either purchase a home that will result in ownership, or upgrade a home that s/he owns. The

home must be proximate to place of work (acceptable proximity is explicitly specified). Ownership is considered to be
registered title, permission to occupy or a document from the state of its intention to transfer a property to the employee at
some future date. A home must comprise land and a top structure. 

n Where the employee is older than 55 years of age, the proximity to work requirement is relaxed and the home to be
acquired/improved can be located at place of retirement. 

n The house being acquired or upgraded must at least comply with the following minimum standards:
o Minimum house size of 50 square meters;
o Basic services and housing specifications as specified by the relevant local or traditional authorities or as a condition

of the relevant home loan.   

4.2 The Business Process

The business process is structured to provide four support services including (see figure below)17: 

n Housing advisory support that enable employees to clarify their unique pathway to home ownership and identify challenges
and learn how to overcome them, in order to become a home owner.  

n Credit worthiness and affordability support that enables employees to overcome financial barriers to accessing housing
including over-indebtedness, a tainted credit record and poor affordability, as well as to access the appropriate housing
loans so as to undertake a housing transaction.  

11 Shisaka, The PPC Home Ownership support programme pamphlet, no date
12 Ibid
13 Ibid
14 PPC Home Ownership Support Programme, Service level agreement between PPC Ltd and the South African Housing Club Pty Ltd, 5 May 2014
15 Yogesh Narsing interview
16 Shisaka, The PPC Home Ownership support programme pamphlet, no date
17 ibid
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n Housing transaction support that comprises a range of services to assist employees to undertake a transaction in the
housing market. The support is provided on an individualised personalised basis that empowers employees and enables
them to directly meet their own needs and aspirations. Transaction options include buying a house in the existing market or
from a developer, building a house, or upgrading an existing substandard house or completing a half built house.

n Home ownership support that ensures that employees understand and fulfil their roles and responsibilities in respect of
home ownership in a sustainable manner. This is focused on the first six months after the house has been acquired and
supports the employee while she or he acclimatises to the responsibilities and obligations of home ownership.

Each of these is outlined in more detail in the sections that follow.

Within this business process employees can follow one of three pathway options (see figure below): 

n Pathway 1: The employee can transact in the housing market immediately either in respect of purchasing or building a
home, or upgrading a substandard home. The employee is in a position financially (both in respect of their affordability and
creditworthiness) to access all transactional and appropriate related financial services.

n Pathway 2: The employee requires assistance to overcome creditworthiness or indebtedness limitations or needs to save
to improve their financial position before they can transact. 

n Pathway 3: The employee’s financial circumstances are such that there is no ability to transact, even if debt consolidation
and other financial support is provided. These employees need to consider undergoing a full debt review and rehabilitation
process and will not be able to participate in the programme until they have successfully completed this. The programme
does not manage the debt review process beyond identifying where this is the appropriate intervention and recommending
this route.

18 Shisaka, The PPC Home Ownership support programme pamphlet, no date and South African Housing Club, Business Process: Advisory Support, June 2015

Figure 3: High Level Business Process

4.2.1 Housing Advisory Support

The process commenced with a management led communication programme to inform employees about the programme18.  The
SAHC supported the development of communication materials which included a slide presentation and pamphlet.  Employees were
given an opportunity to enrol in the programme.  The enrolment form included agreement that the SAHC can access data on the
employee’s credit status and salary. Enrolments were screened by the SAHC against the agreed criteria.  



Two individual face to face engagements then followed between a SAHC Housing Advisor and each employee.  Engagements were
structured to accommodate work site pressures and shift workers and are undertaken in the employee’s preferred language. The
engagement took employees through a process which reviewed their current housing circumstances, the housing market within
which they were to transact, their affordability and indebtedness and their housing aspirations and then in discussion determined
their housing pathway. The decision making process applied is shown in the figure below and was undertaken through the application
of specialised electronic tools designed by the SAHC. These were refined as the process was implemented. Information was
obtained from the employee directly, and through checks with credit bureaus and data from the PPC payroll. Tools include: 

n Epi Info questionnaire template, an electronic template that records information from credit bureaus on the employee’s
credit status, payroll information from the PPC and information from the employee on their housing circumstances and
housing aspirations. 

n Affordability Assessment Tool, an electronic tool that determines an employee’s affordability for a housing loan and housing
product based on the Epi Info questionnaire.

n Pathfinder which identifies the housing path an employee should follow based on the Epi Info questionnaire and Affordability
Assessment Tool.
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Figure 4: Decision Making Process

Shisaka, Home Owners Support Programme, Component Three: Direct Engagement and Support Strategy, Report Back to PPC Management, 10 December 2013

During the engagements employees are provided with relevant background information to assist them in following their allocated
pathway. Information is only provided when a topic is relevant to the employee, so as to enable high levels of transfer and
internalisation of information relevant to each employee’s housing journey. Information provided includes the following: 

n Verbal advice provided by the Housing Advisor during the engagement. 
n Information Pamphlets providing background information on specific topics such as home ownership, purchasing a house

in the secondary housing market, purchasing a house from a developer, building a house, mortgage loans, short term loans
etc.

n SMS messages sent to the employee informing him/her of issues pertaining to their personal process, as well as general
information on home ownership and housing opportunities.

n Call centre: The call centre enables employees to obtain answers to specific questions related to housing in general or
issues arising as they engage with the housing support process. The call centre is manned by trained Housing Advisors and
the employee’s specific personal Housing Advisor can be reached through the call centre. 

The outcome of the engagements is an agreed Housing Action Plan that sets out the details of the employee’s pathway to home
ownership.  A Participation Agreement is also prepared that sets out the basis by which the employee will receive support from
PPC.  The Participation Agreement is signed by the employee and represents the employee’s commitment to participate in the
process. Where an employee does not fully meet the eligibility requirements for the programme an appeal process exists which



enables them to motivate for inclusion.  Participation Agreements are presented to PPC for endorsement, prior to the employee’s
commencement of his/her pathway to home ownership.  This enables PPC to review the specific housing support each employee
will require and to approve the specified support budget for that employee.  

4.2.2 Credit Worthiness and Affordability Support

A set of interventions was developed to support employees to deal with affordability and creditworthiness rehabilitation, indebtedness
and their ability to access housing loans for their housing transactions. This was an ongoing process while the support and financial
products were developed and refined. The support developed includes the following19: 

1. The PPC Home Ownership Grant:  This grant comprises a once off after-tax deduction grant of up to R50,000 provided
by PPC. The grant amount is determined by matching the contribution made by the employee on a rand for rand basis
through a cash deposit and/or the pledging of their current share allocation. Employee contributions in kind (purchase of
building materials, payments for contractors, etc) were also recognised provided they were made within the last 12 months
and had receipts. The grant is provided to reduce a housing loan amount thereby improving both affordability and
creditworthiness. This is provided on condition that employees invest near their place of work, make a upfront cash
contribution of up to R50,000 and a commitment to repaying off any housing loan within the required period. If the employee
accesses the R50,000 grant, then the employee is required to remain in PPC employment for a minimum period of five
years from the date of accessing the grant. Should the employee resign during that period then s/he will be required to
repay a pro-rata portion of the R50 000 grant to PPC. 

To manage the grant, PPC established the Housing Fund Account into which funds were received in respect of each employee
as follows: the employers home ownership grant, the employee’s share contribution, any other cash contribution from the
employee and employee savings contributions via salary deductions on a monthly basis in line with a savings support
agreement. 

When an employee is ready to transact, their contribution is met by an equal contribution from PPC (up to R50,000). The
SAHC pays the employee’s contribution and PPC’s matching contribution as required to fulfil the transaction requirements
out of bridging funding. The employee’s account within the Housing Fund Account is amended accordingly. 

2. Debt settlement: Employees who are over indebted are not able to access a housing loan necessary to acquire, or build
a house or complete or rectify a new house. Current approaches to over indebtedness includes consolidating the existing
loans and refinancing these on the normal unsecured credit (micro finance) terms. Generally this results in expensive micro
credit loans (annual interest rates between 30 and 40 percent, including charges). Within this context it is extremely difficult
for over-indebted employees to break this vicious cycle. 

The instrument used in the PPC Home Ownership Support Programme relies on the housing grant and the link to becoming
a home owner. Where the employee is over indebted, the mechanism uses the employees’ contribution and often a portion
of the grant to settle selected existing debt. 

The amount advanced to settle existing debt is made available on condition that the employee commits to replenish the
funds used from the home ownership contribution through agreed monthly savings instalments as a salary deduction from
payroll. 

A consumer law practitioner is used to negotiate debt settlement amounts, particularly where a settlement discount is being
negotiated (most commonly with lenders who have exceeded the provisions of the National Credit Act). Importantly the funds
used for debt settlement are recovered through the employee committing to contribute an amount equal to the same
cumulative instalments of the settled debts. This limits the employee’s ability to take on new debt. The debts to be settled
are selected carefully so as to be in the best interests of the employee. Given that no interest is charged, employees are
generally able to replenish the funds used for debt settlement within 12 to 24 months. The instalments are deducted from
payroll. Once replenished, the money is then available to be used as the home ownership grant on the employee’s housing
transaction as initially intended. The employer pays a debt consolidation/settlement fee to the SAHC for administering the
process of settling existing debts and the replenishing of the home ownership contributions used. 
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3. Tainted credit records: This service aims to address negative endorsements that employees have on the credit register.
This is generally a result of being in arrears or in default on loans. While such endorsements exist it is not possible to qualify
for a housing loan. The SAHC manages a process to have these endorsements removed and thereby repair the employee’s
credit record. In some instances, if there is still debt outstanding, the credit record repair process needs to be undertaken
hand in hand with a debt settlement process.  

The process comprises the Housing Advisor assisting the employee to access his/her Credit Report. The Housing Advisor
and employee then together understand the impairment, and the steps needed to remove it. In some instances the employee
can remove the impairment him/herself by paying a small outstanding amount. Where default endorsements in the bureau
are complicated, it is more effective to use a consumer law practitioner to negotiate debt settlement amounts or removal of
endorsements. Where a legal practitioner is used the legal disbursements are charged in addition to the SAHC fee. 

4. Budget support: The SAHC will review the employee’s expenditure patterns as part of the assessment of affordability during
the one on one advisory engagements. This often indicates problems with the household budget where commitments to
debit orders and insurance policies are inefficient or not sustainable. In such instances, the SAHC will provide budget support
to employees to help them to restructure their expenditure, thereby enabling higher levels of affordability for a house.  

The process applied is that the employees provide their bank statements for a three month period together with information
on their monthly expenditure. This is reviewed by the SAHC financial advisor who makes recommendations on how the
employee’s budget can be adjusted. The Housing Advisor discusses this with the employee and agrees on the adjustments
to be made.

The Housing Advisor then follows up for three months to assess with the employee how successful the adjustments are. In
providing this support the SAHC does not act as a financial advisor. As indicated by Thabo Mmotimele, one of the SAHC’s
Housing Advisors20; ‘we talk to employees and give them financial coaching, we do not recommend or sell financial products.
Rather we try to teach them how to be responsible. How to prioritise and stick to a budget’. 

5. Saving for a house deposit: Where an employee’s affordability is poor and they cannot afford to undertake a housing
transaction in line with their housing aspirations or secure the PPC matching grant to the fullest extent (i.e. R50,000) they
can opt to enter into a programme to accumulate their home ownership contribution through monthly contributions. This
comprises the employees agreeing to set aside an amount each month towards a bigger deposit or down payment on their
planned house. The amount and term is agreed between the Housing Advisor and employee and an application form is then
submitted to PPC. The amount is deducted from the employee’s salary and paid into the Housing Fund Account against the
employee’s name.    

6. Housing Loans: Three loans can be accessed, namely mortgage loans,  provident fund loan and a top up loan as follows: 

n Mortgage loans: Mortgage loans are accessed from all home loan lenders and no special arrangements have been made
with a specific lender. The SAHC experience is that this enables the employee to shop around for the best terms. PPC
employees who are participating in the programme are highly desirable borrowers and able to secure competitive interest
rates on mortgage loans. This is because participants in the programme are employed with a stable corporate, offering
payroll deductive repayment on loan repayments and because of the home ownership grant and employees contribution
have excellent loan to value ratios.

The SAHC submits applications simultaneously to several lenders and recommends to the employee the loan with the best
offer. The SAHC has developed substantial expertise in accessing loans and is able to accurately predict the creditworthiness
assessment that the lenders will arrive at for individual employees and structures housing transactions accordingly. 

The loan application procedure is supported by the Housing Advisor who takes the employee through all the details from
completing forms, obtaining supporting documentation and when and which loan offer to accept.  Where an employee is
eligible they are encouraged to apply for the government provided Finance Linked Individual Subsidy (FLISP).

n Retirement fund loans: This comprises the original pension backed home loan offered by PPC (see section 3.1). The loan
is accessed using normal procedures within PPC. Once approved, the loan is channelled through the housing account and
the SAHC manages the disbursement of the funds against agreed milestones in the housing transaction. This has the benefit
of limiting mismanagement or leakage on these housing loans.
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n Top-Up loans: A top up loan provides additional credit for authorised housing purposes to employees where they have
reached the limit of their borrowing capacity via the retirement fund loan but still have residual affordability to repay additional
housing credit. The top up loan is only provided to employees who are unable to access a mortgage loan for whatever
reason, for example age or where they are using a pension backed loan which is limited by the accumulated retirement
benefit rather than their affordability. The loan is funded or secured by PPC and administered on behalf of PPC by an
independent registered credit provider affiliated to the SAHC. The size and term of the top up loan is determined by the
independent lender, based on each employee’s residual affordability and in line with the approved credit policy. The employee
enters into a loan agreement with the lender. National Credit Act (NCA) lending criteria are applied. 

A payroll deduction facility for the repayment of the loan is provided and PPC assumes the risk of the performance of the
loan. The lender charges the employee an initiation fee and monthly administration fee, as regulated by the National Credit
Authority. 
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4.2.3 Housing Transaction Support

The following services are provided21: 

1. Ownership transactional support: This comprises advice via the Housing Advisor backed by a team of technical experts
to buy an existing house or a newly built house from a developer in the formal property market. The support provided is
interactive and assists the employee through the process of identifying a property to purchase, submitting an offer to
purchase (OTP), securing the loan finance and then undertaking the legal transactional process to transfer the property.
Support is provided predominantly in formal municipal areas, but also in tribal authority areas.  

The support is provided to manage the risk of the
transaction. The support includes ensuring that the seller
is the owner of the property, the selling prices is
reasonable, managing payments of deposits, also
include a SAHC Building uide accompanying the
employee on a visit of the house/stand. The Building
Guide assists the employee to confirm satisfaction with
structural soundness of the house, that the OTP is in
order and to identify any other defects or key risks.  

Steve was skeptical when the housing programme was introduced two years ago. While he is happy where he lives
with his brother and two sisters, he would like to own his own house. ‘I will be fulfilled when I own a house, it will
complete my happiness’. When the housing programme was introduced he did not think he could apply. He had been
supporting his family for years and had credit issues. ‘Because I have a lot of debt I knew that I would not be able to
get a housing loan from a bank to buy a house’. When Steve heard about the R50,000 grant he thought he would
enroll and he went to the personal engagements. He was disappointed when he heard that he needed to match the
grant; ‘It is not exactly what I thought the scheme was going to do. Initially the housing scheme was going to help us
to settle our debts. Then they said that for them to help me the same rule applied that I had to put something down
and PPC would then match that amount. I had already sold my shares and used them to pay some of the debt’. Then
the Housing Advisor explained the savings scheme. ‘I save about R500 per month. I think by next year the saving
scheme will end and then whatever I have saved PPC will match the amount up to R50,000. This will help me to put
a deposit down for a house which will boost my affordability. I am also hoping to put my bonus into the savings
scheme and also more money if I can’. Steve is also working on his debt even though he can’t yet be part of the debt
rehabilitation programme; ‘When I started working I had to look after my siblings and so I ended up with a lot of debt.
But I am closing the loans one by one and I feel like I am making progress. I feel positive. The programme has helped
me and has motivated me to do it’. 

Figure 5: Example of a house purchased through the
programme in Port Elizabeth



2. Home Building Transactional Support: Three types of building transactional support are provided, namely: 

n New build: This comprises advice and administrative support from SAHC Building Guides and the Transactional Administrator
to build a top structure on a site that the employee owns. This includes accessing appropriate house plans and where
relevant securing approval of these, accessing materials, securing the loan finance, identifying and appointing a builder and
overseeing the building process until completion. 

n Completion of building work: This comprises advice and services from the SAHC Building Guides and the Transactional
Administrator to complete a house where building has commenced. This could include accessing house plans and securing
their approval, accessing materials, securing the loan finance, identifying and appointing a builder and overseeing the
building process until completion.

n Rectification and improvements: Rectification of
completed work is generally of a structural nature such
as roof repairs, unstable or cracked walls, damp
proofing or settlement of concrete slabs. Improvements
deal with the upgrading of finishes and are generally
non-structural. Building work will be carried out while
the dwelling is inhabited. The work undertaken
includes agreeing the scope of work, accessing
materials (if required), securing the loan finance (if
required), identifying and appointing a builder and
overseeing the building process until completion.  

The business process requires the completion of a specific initial site visit schedule by a SAHC Building Guide, which records
specific unique features of the site and also any materials already acquired and stockpiled. Either a labour and material or a labour
only contract may be used with building progress monitored in five stages as per standard pro-formas and standard payment
certificates. Several tools have been developed by the SAHC to support the process including:  

n Estimator: This is a high level costing of the planned house undertaken during the one on one personal engagement at the
start of the process.

n Coster: This is a detailed costing that is applied to the plan and provides both a more detailed cost of the plan, as well as
schedules to enable the finalisation of quotations from contractors, for materials and special items and for contract
documentation such as payment schedules etc. 

n Standard plans: These are a range of standard plans that the employee can choose from if required. 
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Themba had been looking for a house for his family for a while when the PPC Homeowners Support Programme was
announced. He was very pleased to hear that he could qualify for a R50,000 grant. He had been saving for some
time and already had R150,000 towards a deposit. This meant he could put down a deposit of R200,000. Themba
signed up and went through the engagements. ‘The Housing Advisor was surprised to hear that I had savings and
how much. I have a saving culture and bought my car for cash. I was surprised to hear that I am an exception. Finding
the house was not easy. There were houses that I signed for and then they did not go through. I looked in the
newspaper and on the Internet. We found our house when we were driving around. My wife saw the board and we
stopped and took the numbers and called the estate agent. We liked it immediately. The house has four bedrooms in
Germiston. The paper work was much easier and the SAHC helped a lot. They were very supportive communicating
with the lawyers and the bank. It went very smoothly. For me the biggest challenge was narrowing the search of the
house. It took longer than what I thought it would. It took more than two years before I found a house I liked’. 

Figure 7: Example of rectification and improvements 

Figure 6: Example of a built house in Slurry
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Figure 8: SAHC Organogram

4.2.4 Home Ownership Support  

Once an employee has successfully completed their housing transaction, a close out process is undertaken with the Housing
Advisor to assess and confirm the extent to which the employee has achieved their original housing action plan and to brief them
on critical ongoing obligations and risks related to their new housing status. This will include issues such as loan repayment
obligations, local authority rates and service charges, and sectional title implications where relevant. 

For a six month period the Housing Advisor has a monthly telephone engagement with the employee to ensure that they are fulfilling
their responsibilities as a home owner and meeting their financial obligations. Employees are assisted in overcoming challenges if
required.

4.3 Institutional Arrangements

The organogram of the SAHC can be seen in the figure below.  PPC has four dedicated Housing Advisors allocated to it with each
Housing Advisor being responsible for 60 to 70 employees22. Within PPC oversight of the programme is undertaken by management
within the Accounts and Human Resources Departments as a dedicated programme within normal operating procedures. A
Programme Management Committee comprising relevant management from PPC and the SAHC has been established to oversee
implementation and coordinate activities. The Committee initially met every two weeks and now meets monthly. 

Moses recalls the first time he met Ketso. ‘He called us to have breakfast with him and he asked us many questions.
I am the one who told him that I am staying in a shack. I asked him why PPC is building houses in Tembisa and I who
is working for PPC does not have a house. And Ketso said he must form a scheme. From then the company was as
fast as anything. They said if we give them R50,000 or shares they will give us R50,000 to make R100,000. Then
those who need a house can get one. They also said if you are 55 years upwards you can build the house where you
want. My site is in Limpopo and they helped me to build the house I wanted’. 

Moses says that he bought his site from the chief for R2,50. The site is 100 by 50 metres. When he started the process
he gave the SAHC his address. Then they said they needed a plan. ‘I got the plan from another guy from Randfontein.
I paid him R2500 and I sent it to the SAHC.  They calculated the materials that I would need and I started to get
quotations.  I got two and the SAHC chose the lower one. I bought most of the materials from PNA and roofing from
Easy Build. I bought the bricks from this other guy. SAHC would pay for the materials and then I sent a truck to pick
them up to take them to the site’. 

‘Then I found the builder who builds many houses near my at home. Even the SAHC inspector did not find any problems
with him. He said that he knows what he is doing. The builder gave me a contract which I signed. Angie from the
SAHC checked it - she helped me so much. The builder then did the foundations. The SAHC sent an inspector to
check them and then paid the builder. Then the builder did to roof height and then the roof and plastering. The SAHC
were quick – the inspector would come and even the same day the builder would get paid.  I put in a ceiling and then
tiles, but will do the painting later when I have more money’. 



4.4 Cost of the Programme and Current Implementation Status 

The cost of the programme assuming that 350 employees access the grant of R50,000 and financial and transactional services,
is R28 million over four years. The table below sets out the status as at the 31 August 2015. As is indicated in the table 471
employees enrolled in the programme. Of these, 246 or 52% have had a participation agreement endorsed and 40 have completed
a housing transaction, 58 are currently transacting and 129 employees are undergoing credit worthiness and so are not transacting
yet.

The reason for the high drop off in respect of employees who enrolled and who ended up with an endorsed participation agreement
is largely due to many employees not being willing currently or indefinitely to invest their own time and money in a house of their
own. This is not a failure but a measure of success as employees are truly considering their options and recognising the significant
implications of home ownership. Over time it is expected that more employees will participate because the timing is better for
them personally or because home ownership has become a higher priority. 
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Number of

employees 
% of total employees who

enrolled

Enrolled in the programme 471 100%

Withdrew/resigned 225 48%

Endorsed to participate 246 52%

Total currently participating 246 52%

Employees who have completed transactions 40 8%

Employees who are transacting 58 12%

Employees not in Transaction yet 129 27%

Withdrew after endorsement 19 4%

Table 4: PPC Homeowners Support Programme: Current status 31 August 2015

With respect to the 40 employees who have completed their transaction, one third (32%) bought a house in the secondary market,
27% upgraded/rectified a substandard house, 20% build a new house on a stand already owned and 18% completed a half built
house (see table below).

Number of employees % 

Built a new house on a stand already owned 8 20

Bought a house in the secondary market 13 32

Developer bought house 1 3

Complete half built house 7 18

Upgrade/Rectify a substandard house 11 27

Total 40 100

Table 5: PPC Homeowners Support Programme : Employees who have completed a transaction : 31 August 2015

Number of employees % 

Pre Transaction inspection (prior to Fund Approval) 33 57

In Transaction Expected completions pre Sep 2015 8 14

In Transaction Expected completions post Sep 2015 17 29

Total 58 100

Table 6: PPC Homeowners Support Programme : Employees who are transacting : 31 August 2015



5. Key Principles and Learnings 
5.1 A Brother to Our Members

The SAHC as a social enterprise has a strong culture of caring deeply for employees who, once enrolled, are called ‘members’.
The processes have been structured so as to be flexible. In all cases the SAHC operates on the basis of directly responding to the
needs of the employee in a manner that is in their best interests. Employees are able to telephone their allocated Housing Advisors
as and when they need to and in many instances strong personal bonds are forged between them.  As explained by Thabo
Mmotimele; ‘The special and unique thing is we are very accommodating of the members’ circumstances. We understand the
PPC housing policy and we allow the members to appeal. We do not apply a bureaucratic process, it is more fluid and open to
change. We call it a ‘brother to the members’. We don’t have an office based thing.  We come to the office but our work is not
controlled by the hours we spend here. Members call us when they can and we accommodate them, so we get calls in the night
and on weekends. If we can assist them – then we do that. When I wake up every day I come to a platform where I will do something
for my members The employer is my boss, but I am not doing something so I can show my bosses – I am doing it to make changes
in the members’ lives. I don’t mind working on Saturday or at night. It is my passion’.

5.2 Breaking the Spiral of Indebtedness 

A significant component of the programme is its ability to address indebtedness and that it moves employees from high interest
‘bad’ debt linked to consumer goods to lower interest ‘good’ debt linked to an asset (the house). Recognizing and dealing with
indebtedness is extremely difficult and stressful for most people and once a person is indebted the chances of moving out of it is
extremely difficult. The programme is unique in that it offers a once off chance to do this. 

It also requires major behavioral changes and willpower for an employee not to slip back, once they are debt free. As explained by
Matthew Nell; ‘People have got themselves into this problem for whatever reason and it requires not only their absolute commitment
but both technical and financial support to break the cycle and the programme offers both. 

Dealing with tainted credit records or credit endorsements requires legal expertise in most cases, to help get these removed and
in some instances requires debt settlement. The ability to mobilise administrative and legal support is critical to rehabilitation.In
respect of debt eradication, it is an almost impossible spiral to get out of unless you can change the fundamentals i.e. most
indebtedness is reflected with short term credit at high interest rates of about 30 to 40% effective rates including fees etc. Unless
you can get a fundamental amount written off or reduce the interest rate, paying off the debt is almost impossible for a low to
middle income person.  Very often people are tied into the ongoing taking of credit – the worst example is one month or payday
loans. What is unique is the home ownership process provides an opportunity to intervene in the spiral, particularly where there is
a home ownership grant. It enables the debt to be settled on manageable terms.  

Thabo Mmotimele notes that the programme cannot help everyone; ‘The programme works for people who have money i.e. they
kept their shares. If you don’t have something to put on the table you cannot be helped. If you sold your shares and you are not
prepared to save to make up your contribution you can’t be helped’.  
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Pathway Description of Pathway
Number of

Employees not In
Transaction

Credit worthiness
Support

Saving to
Maximise Grant

Pathway 1A 
Financially and emotionally ready to enter Housing
Transaction

54 (42%) 17

Pathway 1B 
Financially ready but elected to start Housing
Transaction later

31 (24%) 15

Pathway 2 
Need to resolve Credit worthiness  (which can be
Over indebtedness, Limited affordability or a
Tainted Credit Record)

36 (28%) 30

Pathway 3 Highly Indebted - Refereed for Debt Review 8 (6%)

Total 129 (100%) 30 32

Table 7: PPC Homeowners Support Programme : Employees who are not transacting : 31 August 2015



5.3 A LIfe Changing Experience 

For many employees participating in the programme is a life changing experience that not only results in a significant improvement
in their housing circumstances, but is also a journey of personal growth. Matthew Nell notes; ‘A key component of the programme
is its emotional or life changing nature which is driven by the individual employees. The pace is linked to the individual and it is
having a marked impact on people’s confidence and ownership of the outcome. This is very positive. People get cross during the
process and then are pleased at the end with what they have achieved. This is a painful life changing positive experience. It is
more of a social process than a supply process. You can go and build 100 houses much quicker, but the outcome will be
fundamentally different. In the one you built 100 houses, here you have fundamentally changed 100 people’s lives whilst enabling
them to become home owners’. 

Yogesh Narsing notes that while the principle of enabling employees to move through the process at their own pace is a good one,
it is also harder on the SAHC who is paid on delivery of a specific milestone. For the SAHC, people must progress and Yogesh
notes that ‘we underestimated what it takes to get people to convert’. Thabo Mmotimele explains; ‘When the members start with
transactions they expect us to do everything.  When we don’t they start to take control. Communication plays a vital role and we
need to be firm on the policies of the programme. We always try to meet them half way. Flexibility is the key factor’.

Essential to the process is a deep respect and care for the employee. As indicated by Reathe Taljaard, ‘Our members are so clever
and savvy and they know what they want. They might not have a house but they are clear about their goals and objectives – what
type of house and where and finding solutions to problems. The critical thing about the programme is there is a sense that we are
working together with you towards this house. I never get the sense that people are waiting for a handout or that you owe us this
house’. 

5.4 Emotional Readiness 

Becoming a home owner is daunting for many employees and the SAHC has found that an individual must be emotionally ready.
The programme therefore does not push a person through the process but enables them to move at a pace that is comfortable for
them. As indicated by Yogesh Narsing; ‘What we have learnt is there is a lot that must happen before you consider home ownership’.
Housing Advisor Sandra Ntebe notes that a big challenge is to help employees understand the value of home ownership and also
dealing with the fear of change. ‘A lot of members grew up not being told that property is a good investment. In addition a lot don’t
want to leave their current home due to the fear of the unknown. It is hard to convince members that property is an investment
and they need to grab the bull by the horns’.

5.5 Engaging in a Fraught Market 

The affordable housing market within which employees are seeking to purchase housing stock is an extremely difficult market
within which to operate. There are a number of problems. The first is that there is not a lot of stock coming onto the market for
sale and even when it does come onto the market there are often complications, for example there is more than one owner. Further,
the quality of service providers such as estate agents and conveyancers is very poor and there are all sorts of unprofessional,
unregulated and often illegal or dishonest behaviour that is occurring. Buying from developers is easier but also problematic as
there is a not a lot of stock and there are a lot of buyers competing for it. It is even difficult to access properties in possession
because often the stock is occupied and it is hard to get vacant possession. Subsidised housing (RDP houses) have increased in
value in many areas often to the municipal valuation level as a basis for pricing and they sell for R250,000. As a result this is an
area of difficultly in the programme23.
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Lumic works in the administration department at the PPC head office in Sandton. He is 58 years old and is about to
go on pension.  He has a wife, four children and three grandchildren and is responsible for all of them. ‘My wife and
three of my children stay in one room. It is the garage of a house in Soweto. We are very overcrowded. My oldest
child stays with her husband and three children in her mother in laws house. I travel 2,5 hours to work every day one
way. I leave at a quarter to 4 and get home at 19h00. When Ketso came to talk to us we were so excited and shocked.
He started to ask us questions. Then he gave us a salary increase. My salary increased from less than R8,000 to
R12,000. I am very happy he has done something different’. Lumic explains how he wanted to be a part of the housing
programme and so he put in his application. ‘The interviews were difficult knowing that I have some credit.  We had
to talk about the credit. My biggest loan is with Baypoint. There were times I could not make the re-payments. When
I got my shares I took some money to pay the credit off. Now I do not have any money to be part of the programme.
If I can get an increase in November I will pay R1000 into the saving scheme but it might be difficult as my children
are still in school’.  

23 Matthew Nell interview



Thabo Mmotimele explains; ‘Difficulties in buying in the secondary market slows the process down. Members struggle to look for
houses themselves. When we find a house we arrange with members to go and see the house. Even this is challenging.  We find
houses on Tuesday and the members will go and see them on Saturday, but by Friday they have already been sold. ’Reathe Taljaard
notes; ‘I was surprised how hard it is to get a house in the R200 000 to 400 000 range in Gauteng. We thought it would be easy,
but it is very difficult. One of the reasons is the interference of wealthy investors in this market. They are grabbing up affordable
housing as an investment opportunity and they are faster than we are.  There are also a lot of logistical problems in this market.
People use public transport to view a house and they can’t compete with an investor who can pick up on the opportunity so much
more easily. A lot of the websites will keep the ads running to attract people, so if you followed up with public transport and you
finally get there, it is very disappointing to find that the house you came to view was sold a month ago. 

Many members get frustrated. Informal systems of buying and selling a house are very prevalent and often hinder further formal
transactions, as the sellers are not legal owners’. 

5.6 Upgrades and Builds: The Big Success 

Both Matthew Nell and Reathe Taljaard indicate that upgrading and building is a much easier process. As indicated by Reathe;
‘Our biggest success is the upgrades and builds where people are already in the housing market and have a half built house or
they have a site. This is a lot easier, as we can control the process and can provide sufficient risk management so people can
undertake the building or upgrading within budget’. 
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24 Yogesh Narsing interview

5.7 Building Wealth 

The focus of the housing programme was on home ownership. The reason for this was that PPC felt that equity grows faster than
wage income. So investing in the equity base of an employee was more likely to enable their wealth to grow faster24. The extent
to which the programme does build the wealth of the employees who participate cannot yet be determined. As Matthew Nell
indicates; ‘It is early days because economic and financial sustainability is not a short term condition. We have less than 30 people
who have now completed their houses and so this will only be assessed going forward. The intent is that the ability to take up new
debt should be limited by the fact they are now paying a housing loan i.e. they are replacing consumer credit with asset credit. The
big risk in going into home ownership is that people are motivated to acquire soft furnishing, curtains and white goods to complete
the house and that is why we introduced the idea of home ownership support which is about the 6 months of post transaction
monitoring and support to assist them through this high risk period’.

Reathe Taljaard indicates that; ‘We are starting to see our first credit worthiness support members come out the other side and
they are starting to get mortgage bond approvals. We are now two years into the programme and we are starting to see the process
working. It was such a confirmation that we are on the right track and we can get a person from indebtedness to the point where
they get a mortgage bond’. 

5.8 Sustainability and Replicability

The programme has had an extremely positive and beneficial impact on PPC and goodwill between management and staff. As
indicated by Yogesh: ‘The programme has inspired managers that for staff to be in a state of mind to perform their work well, they
need to have basic stuff sorted such as a place to stay, transport, a decent bus shelter etc’.   

However the programme requires resources and time and the fact that PPC was doing well as an organisation when the programme
was introduced was a factor in the programme being approved for implementation.  The PPC Integrated Report of 2013 indicates

Figure 9: Building work underway in Dwaalboom



revenue was up by 13% to R8,3bn, with normalised earnings up by 16% per share and total cement sales across the group up
by 7%. As indicated by Yogesh; ‘we did not realise how labour intensive the housing programme would be and from the side of
PPC the time, energy and cost that would be required. However the success has been phenomenal. More and more people ask to
be part of the programme. However the extent to which an employer can implement such a programme does depend on the state
of the organisation – the better it does the more it can do these things. The programme has shown high leverage in that it costs
around R25 million to offer the programme but my feeling is it is leveraging almost 10 times that much. We must also ask what is
the cost of not doing it’. 

Matthew Nell notes that the costs are higher because the programme was starting out and the SAHC is still small. Once larger
economies of scale can be achieved these can be reduced. 

5.9 Lessons to Employers

The upfront strategic work i.e. the first phase, is essential to do a proper diagnosis of what the status of housing wellness is in an
employer’s work force and to clarify what the policy support should be. ‘If there is no diagnosis and development of policy then the
support offering is likely to be open to criticism, false expectations and cynicism and wasted costs will be incurred. In addition
there have to be champions in the employer and the programme has to be owned by management who need to drive it in house’
notes Matthew Nell.  He acknowledges that ‘PPC was a laboratory and the investment made enabled this unique offering to be
developed. However now that it has it can easily be transferred to other employers’.  

Application of the programme by other employers depends on the starting point. If the employer is concerned about their role in a
wider society, as well as at a micro level how staff feel when they come to work they should think about applying the programme.
With a little help from the employer the life of staff is improved and this will affect productivity and so the programme pays for
itself. ‘We would have more people leave PPC if it was not for the housing programme - people have stayed to be part of it’25.

6. Conclusion
Home ownership is a good motivation for financial wellness. Unless an employee addresses negative credit worthiness issues,
levels of indebtedness and budget re-alignment, they cannot access finance for housing and transact in the market. At the same
time should they successfully transact and become home owners without overcommitting themselves financially, their financial
sustainability and robustness will be substantially improved. 

The best housing support for employees earning below R20,000 per month is that which responds directly and effectively to the
employee’s own personal housing and financial circumstances, where the employee is proactively responsible for their own house
transaction. Employees need advice, access to finance and housing opportunities, as well as support to resolve creditworthiness
constraints and effectively transact if they are to meet their own housing needs. However, this must be done in a way which
empowers these employees to use their own networks and control the process of becoming a home owner.

‘Becoming a home owner can be a life changing experience for a member and by working with members and their housing plans
we achieve a tailor made housing outcome, which is optimised and risk managed by the support received through the programme.
The work of the SAHC was never to teach people what to do, but rather to strengthen their arms, polishing their knowledge and to
reduce their risk on their journey to home ownership’26.  
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7. Epilogue – August 2015
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February 2016Steve looks thoughtfully at me when I ask him what his hope is for the future in respect of housing. ‘I would like to

buy a house from a developer. Preferably in Soweto but also a place closer to the PPC Jupiter factory. I would also be
interested in an old house if it is still in good condition and the price is right. I look at houses now and then on the
internet. Even though I am still saving I have benefited from the process and I think there is light. I am motivated that
I will succeed. I think that PPC has tried and it is something. Many of us employees, when the programme was
introduced we were asking for a subsidy house, but this is something – it is better than before when we had nothing
- no hope whatsoever. I think that the SAHC was useful. They keep in contact and send me SMS with information on
houses that are available in the market.  They have also helped with budget and financial understanding. But mostly
they have given me hope. There is light and the help from PPC is much appreciated.  I can see they are trying their
best. When somebody gives you help you must appreciate it – it is not always about complaining’. 

When I ask Moses how he feels about the process that he went through he says; ‘Even now I am proud of this
company. So my house in Limpopo is finished now, what the company did for me I would have not afforded myself.
When I am at work I still live in Meadowlands in the shack. But now I have a house at home for the rest of my life.
Only a big company could have helped me like this. I am on the moon.  Even my wife said I make her proud as
anything. Many people I work with eat their money. Now when they see my house they say we made a big mistake’. 

Themba is moving into his new house on the weekend. While he believes that he would have bought a house without
the programme he feels that he did benefit from it. ‘PPC gave me R50,000. It goes a long way and it has helped. The
SAHC has been in touch with me from the very beginning. They did a lot of work in ensuring that everything went
smoothly. They helped me to better understand the process – it is very helpful. As I am almost a home owner I feel
great, it is quite an achievement and my wife is happy. I am happy it is a dream come true. 
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