














1. Social and environmental report

2010 social report

Workforce in figures

Growth in the total number of employees

The total number of employees of Van de Velde Group increased in 2010. Employment grew in Retail
through the acquisition of Intimacy (United States).

In addition, employment increased in the production plant in Tunisia and at the main office in Belgium,
where primarily the number of production employees increased.

Headcount 1997 1998 1999 2000 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010
Tunisia 125 146 165 183 259 318 359 380 420 553 631 658 643 672
Belgium 414 420 407 417 411 421 416 414 416 443 458 448 456 474
Hungary 259 301 300 322 376 385 420 417 422 415 368 347

Spain (excl. retail) 1 1 3 108 67 65
Other countries 27 26 29 29 28 30 28 30 35 38 43 51 5B3 56
Retail (excl. Belgium) 7 14 25 34 32 27 37 25 227

825 893 901 951 1074 1161 1237 1266 1328 1482 1530 1649 1244 1494
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Employee satisfaction survey
In June 2010 Van de Velde held its first ever satisfaction survey among employees in association with
Zebrazone. A questionnaire was used to assess general job satisfaction and satisfaction on more
specific aspects and their impact on employee involvement and performance. In total 91% of Van de
Velde employees (international, not including Intimacy and Van de Velde Tunisia) provided information
on their satisfaction and involvement.

After a thorough analysis of the organization as a whole and at department level, the conclusion was
that Van de Velde has satisfied involved employees. They are satisfied with their job, the company
and their working conditions, and they arrive at work motivated, committed and with pleasure. Occa-
sional weak points were also exposed and both general and departmental action plans were drawn
up to rectify them. Over the next few years the main focus will be on developing career policy and
improving internal communication/ information.
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This project was not a one-off. Van de Velde's intention is to conduct another survey in two to three
years. This will show whether the action plans have achieved their goal and whether other aspects of
the situation have been maintained or even improved. Although the study produced positive results,
it is now about maintaining those results and, of course, there is always room for improvement!

Intimacy has the tradition of holding an annual employee survey. The 2010 survey showed that most
employees are very satisfied about their job and the training they are given. Most of the points that
could be improved are in clear internal communication and action was recently taken in this area.

Annual interviews

All employees have an interview with their line manager at the end of the year. The interview is used
to discuss and evaluate the values, competencies and performance of the employee over the year. A
personal development plan (POP) is also drawn up, comprising the employee's personal goals for the
year to come. These personal goals are related to the corporate goals and the growth plan.

The decision was taken to invite all production employees in Belgium to an annual interview com-
mencing in 2011.

Training

The annual interview is an important means of identifying the need for training among employees.
The main training needs are acquiring technical know-how, strengthening communication and man-
agement skills, and learning foreign languages - in response to globalization.

Training methods are also sought that best fit the needs of the employee and the goals of the train-
ing.

New employees are mainly trained on the job.

Employees can count on the guidance and permanent availability of their line manager, a mentor (col-
league) and the human resources department.

Bearing in mind the outstanding quality of the products, it is important that new employees acquire
a high level of technical competence.

Employee training is crucial at Intimacy too. It is the job of the shop manager to coach and train
employees on the work floor on a daily basis. A number of tools have been developed to achieve this.

Both internal trainers who share their knowledge with colleagues and specialized external trainers
are used to impart industry-specific know-how.

The approach depends on the need in the case of communication and management skills. We work
in the form of internal group trainings led by a specialist and in the form of individual coaching.

Shortfall occupations

The supply of employees trained in ready-to-wear clothing manufacturing technologies remains lim-
ited on the job market and does not meet our company’s demand. It remains difficult to attract suit-
able candidates for jobs as cutting room employees, pattern-makers/model-makers and stitchers,
among others.

Successful in-house training programmes have now been organized to train motivated candidates to
work as specialists in the production of ready-to-wear clothing.
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Communication and team spirit

Annual staff activity

Every year, Van de Velde organizes a special activity for its employees and their families. One year
there is a party for employees and their partners, the next an event that the whole family can take
part in. It is an ideal opportunity for colleagues to meet each other and each other’s families outside
the work environment. In September 2010 we took almost 700 employees and their family to Dis-
neyland Paris.

Inside-out
Our in-house magazine Inside-out keeps employees informed about new developments with respect
to the collections, the company and people. It is published twice a year.

Meeting over the company’s results every six months
On the day of publication of the annual and interim figures all employees are given the opportunity to
attend an information meeting to clarify Van de Velde' results and ongoing projects.

Health and safety

Fire safety and first aid

Fire practice is held every year at all sites. As well as an opportunity to test all procedures, these fire
practices enable our employees to refresh their knowledge of the fire safety instructions.

The persons responsible for safety and the employees responsible for first aid follow regular courses
to refresh and expand their knowledge and skills.

Occupational accidents
In 2010 there were twenty minor occupational accidents at work in Belgium, as well as five accidents
on the way to and from work (mainly falls). No accidents were reported at the other sites.

Although these were mainly very minor incidents, all accidents and nearaccidents were thoroughly
investigated by the risk prevention advisor. Where necessary, adaptations were made to our risk
prevention policy, the use of personal protective equipment (such as safety boots and auditory pro-
tection) and employee training (such as lifting).

A special awareness campaign was also held in the cutting room with regard to auditory protection.
This resulted in personalized auditory protection for thirty or so employees.

Social commitment

Regional women's project

Van de Velde's commitment to supporting a regional women's project was put into practice in 2006
with the opening of a child-raising centre in Wetteren, in partnership with the regional CAW (“Centre
for General Well-Being”).

After an assessment, the decision was taken to transform the child-raising centre into a CAW recep-
tion centre in the course of 2011, providing a place that welcomes everyone with questions and
problems of a material, psychological, interpersonal or purely practical nature.

Pink Ribbon

As in 2009, employees and customers gave up their end-of-year gift in 2010. The budget was donated
to Pink Ribbon, an organization that works to reduce the number of people who develop breast can-
cer, promote early diagnosis and improve care for patients and their families and friends.

Close cooperation with Trianval (sheltered workshop)

The partnership with Trianval, a sheltered workshop in Wetteren, was expanded in 2010. At peak
times a permanent Trianval team works on our premises under supervision. The team is mainly sup-
porting the lingerie packing activities.
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Ethical and social enterprise

The ethical and social commitments of Van de Velde Group are published in the Ethical and Social
Charter.

These commitments have earned the SA8000 label in Belgium (Wichelen and Schellebelle). The cer
tificate was renewed for three years in 2009.

Our certified sites are audited twice a year by independent auditors SGS (www.sgs.be).

Among other things, the SA8000 label (www.sa-intl.org) draws on the basic conventions of the Inter
national Labour Organization, the Universal Declaration of Human Rights and the UN Convention on
the Rights of the Child. The standard was drawn up in consultation between NGOs, collective indus-
trial organizations, industry and certification bodies.

SAB000 certification is not without obligation for the company. The whole company and all employ-
ees are closely involved in the audits and must observe the principles. On the other hand, the award
is a commitment to the future. All business aspects covered by the SA8000 label are subject to
discussions in the Management Committee. Under the conditions of the award of the label, the com-
pany is obliged to regularly look at itself in the mirror and systematically evaluate and fine-tune staff
policy, health and safety policy and the monitoring of suppliers.

Label holders are subject to two social audits per year.

The full version of the Ethical and Social Charter is available at www.vandevelde.eu.

Environmental report

The photovoltaic system was taken into use at the new-build site in Wichelen on 22 December 2009.
The system was made fully operational in 2010, producing 82,630 kWh. Most of that — 94% or 77927
kWh — was consumed locally onsite. The remainder was injected to the network.

A detailed study of the heating system at the Schellebelle site was conducted in association with
Electrabel in 2010. The original goal was to make adjustments to optimize the heating and signifi-
cantly reduce energy consumption based on the results of the study as early as the summer of 2010.
A range of potential improvements were identified during the study phase, which meant it took more
time to obtain full insight into what work needed to be done. As a consequence, the adjustments had
to be rescheduled for summer 2011.

The environmental impact with regard to waste flows at both sites is fairly limited, as the main pro-
duction process is cutting textile. This does not produce any special air or water pollution, although
waste is produced in the form of textile and packaging waste. As much of this waste as possible is
offered for recycling through separate collection of paper and cardboard, plastic bags, textile waste
and PMD waste (plastic bottles, metal packaging and drinking cartons). Textile waste is the only
waste flow for which no recycling circuit exists, so it has to be incinerated to produce heat. No addi-
tional chemicals are used in raw materials processing.

The environmental permits held for the Schellebelle site were issued on 25 January 1996 for twenty
years. The one for Wichelen was issued on 1 July 1997 for the old part of the site and on 29 October
2010 for the new-build. The two permits are linked and expire on 1 July 2017. Both sites are deemed
to be class 2 sites.
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