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Sustainable employability has been moving up the public and political agenda for several years, with demographic trends in the working population having a dominant role. Various measures have been taken to head off future shortages on the labour market, such as by closing off early retirement routes and increasing the retirement age, first to 66 and eventually to 67. However, these measures alone are expected to be insufficient to overcome the predicted human resource shortage. Promoting mobility on the labour market and countering skills obsolescence are issues of equal importance. The need for these measures is becoming more pressing because of the current financial and economic crisis, and is compelling players on the labour market to act, with some measures being urgently required. Making employability more sustainable is therefore a topical issue for firms, institutions and policymakers alike. However, the theme is becoming conspicuously more important for workers themselves, as well as for firms and policymakers. The pursuit in sustainable employability must be to overcome both the foreseen quantitative and the qualitative mismatches on the labour market.
Sustainable employability is strongly linked with how well people anticipate and cope with changes in their work and work situation and the effects of these changes. As such sustainable employability is about the likelihood of retaining meaningful and challenging work: a job in which a person can remain healthy and productive to retirement age and beyond. One way of understanding sustainable employability is to consider the factors that make someone’s employability less sustainable, or fragile. One of the most important factors in this regard is education, and, more particularly, the possession of a basic qualification. Currently, in the Netherlands there are over 1.5 million working people with no basic qualification. It has been established that working people with no basic qualification often have jobs with little work security, in temporary positions and in sectors that are affected by cyclical trends (De Vries et al., 2004). They have a higher chance to become unemployed and to stay unemployed for longer periods of time. Furthermore, they tend, on average, to be less healthy (Statistics Netherlands, 2008), to be more likely to have chronic disorders and are reported sick more often and for longer periods of time, leading to premature exit from the labour market (Nicoletti & Peracchi, 2001; Phillipson & Smith, 2005; Henkens et al., 2009). In addition, research has also shown that workers with no basic qualification have a human capital disadvantage, and that employers and workers themselves invest less in this particular human capital (Heckman, 2000; Fouarge, 2009; Ester & Kerkhofs, 2009).
Despite that these figures are well known for a longer period of time, research on low skilled of low educated workers is lagged behind in social sciences and in  Work, Organizational and Occupational Health Psychology in particular. Especially a focus on strategies and interventions aiming at sustainable employability of low skilled workers is strikingly absent.  This even more conspicuously as three breach lines in modern western societies are seen: age, cultural background and education. Older workers, non-native workers and low skilled workers all have an increased fragile employability and the pursuit in sustainable employability should therefore focus on these groups in particular if our societies wants keep up with the EU 2020 agenda on smart, sustainable and inclusive growth. In this paper we will focus on low skilled workers and more specifically the need for tailored interventions for this particular group. 
[bookmark: _GoBack]Three main directions of intervention, or ‘routes for making employability more sustainable’ are:

· PersonJob Fit (Development route): the worker adapts to the work through development, education and training;
· PersonJob Fit (Mobility route): the worker and work are adapted. A person changes job internally or externally;
· JobPerson Fit (Job redesign route): the work or conditions of employment are adapted to the worker (cushioning or utilization).

If we look at the first route, the developmental route targets actions for workers who are at risk of falling behind in terms of knowledge and skills. In the form of education or training (‘development’), workers are kept up to date more or less continuously, to enable them to cope with the job level or content both now and in the future. This route relates to the choice employers make to continue investing in training and education in order to attract and retain well-qualified workers. The development route explicitly does not focus only on the maintenance or development of know-how and skills, but also on preserving mental and physical fitness, through such means as working conditions policy, working attitude and safety culture. An important fundamental idea in this route is that permanent physical, mental and cognitive development contributes to making employability more sustainable. 
The development route therefore requires workers to invest continuously in themselves. Self-direction is an important related theme. The essence of self-direction is for the worker concerned to retain as much control as possible of remaining sustainably employable. Self-direction in the work context is defined as ‘a characteristic adaptation to influencing processes in the working life in the interests of individual self-reliance on the labour market’ (Raemdonck, 2006, p. 62). In line with the emphasis on life-long learning, many studies focus on ‘self-directed learning’ (Raemdonck, de Grip, Segers, Thijssen & Valcke, 2008). Self-direction in learning is about taking personal initiative to undertake formal and informal learning activities leading to the achievement of specific learning objectives, which help in meeting the changing work requirements. Some examples are participation in training courses, workshops, knowledge sharing with coworkers, and searching for and interpreting information related to the discipline concerned. Research has shown that participation in learning activities helps make employability more sustainable, in the sense of having a positive connection with a change of job within the organization, but appears to have no influence on the outflow to a different organization (Sanders & De Grip, 2004; Raemdonck et al., 2008). Self-directedness and continuously investing in oneself requires a sense of self-efficacy (Bandura, 2001). Failure at school or in training conditions reduces self-efficacy and thereby the intention to participate in training. As a consequence the main deficiency in practice would appear to be in the participation of less-educated people in post-initial education (RWI, 2012).
As Raemdonck (2006) shows less-educated people exhibit little self-direction in learning. However, a multivariate analysis also showed educational level as such not to be an explanatory variable for the degree of self-direction in learning and career. Other factors, such as performing knowledge work, being given learning opportunities, and aspirations for mobility, appear to be stronger explanatory variables. Accordingly, research by Sanders, Oomens, Blonk and Hazelzet (2011) shows that the intention of less-educated people to participate in education or training depends in part on the support they receive from co-workers and supervisors. They influence a climate or culture of learning in which participation in education or training is valued. Therefore, it is not personal factors, such as education or motivation alone, that lead workers to focus on development, but environmental factors also play a dominant role part. Supervisors of low educated workers are usually low educated themselves, not focused on learning or creating a learning development thereby creating a barrier to development of low educated workers. 
This line of reasoning indicates that to enhance low educated or low skilled workers in training participation, new ways of learning, other than traditional training, enhancing their learning self-efficacy combined with a HRM policy aimed at supervisors focus on learning is needed to make employability of low skilled workers more sustainable. 
