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This special issue seeks to address a major gap in the wellbeing at work research which has largely overlooked the role of gender and calls for contributions that take a critical approach to employee wellbeing at work with a focus on gender and wellbeing.
Wellbeing at work is a changeable term (Hone et al., 2015) however it has often focussed on attributes of individuals at work rather than incorporating the work environment, the role of the regulatory environment or other external influences affecting employee wellbeing (Ravenswood, 2011). The focus of individual wellbeing and mental health has identified factors such as positive work relationships (Roche et al., 2014), meaning in life and social relationships (Diener et al., 2010) and trust in leadership (Roche et al., 2014) as well as individuals’ ‘resilience’.  Measures of employee wellbeing have included fatigue, job-induced stress, job satisfaction and work-life balance (Macky & Boxall, 2008).
Fewer studies have connected individual attributes with the context within which employee wellbeing takes place (Baptiste, 2008). However, some have included aspects of the work environment such as supportive management (Gilbreath, & Benson, 2004; Hone et al., 2015; Wood & de Menezes, 2011) and supportive colleagues (Hone et al., 2015) and physical factors such as green spaces (Lottrup et al., 2013). The organisation of work can also be crucial with workload and deadlines impacting on people’s wellbeing and ability to gain adequate sleep (Moen et al., 2011), and their ability to detach from work.
Employment relations research into wellbeing has often focused on employee control (or lack of it) and voice in the workplace. Control over work and its flexibility has been found to be key in employee wellbeing (Wood & de Menezes, 2011). This voice or control extends to organisational policies; for example, how patterns of work are decided, the predictability or unpredictability of work commitments, and the timing of work (Wooden, Warren, & Drago, 2009). It is often the collective process in which these decisions are made that makes the difference in how employees view the policies (Bailyn, 2011).
However, this research often fails to take a gendered analysis of employee wellbeing at work. The one key area that broadly relates to gender and wellbeing has centred upon work-life balance (Gröpel & Kuhl, 2009) and the burden of care work that women still carry: women spend more time on domestic work and childcare tasks than men (Walsh, 2013; Statistics New Zealand, 2015). Attempts to reconcile domestic and care work with paid work can backfire for women who may ‘choose’ occupations that are more flexible (such as within the medical professions – Walsh, 2013), and women may be judged more harshly than their male counterparts and seen as less committed to their jobs when they ask for flexible work (Allen, 2005). 
Thus far gender and wellbeing at work appears to have been confined to work-life balance in relation to childcare. We seek to extend the debate on gender and wellbeing beyond childcare with some examples of pertinent issues being women’s ongoing care burden which increasingly includes elder care; women approaching retirement, especially when women often have considerably lower retirement savings than men; and the recognition that ‘gender’ is not a binary construct and that the work lives of transgender and intersex people have long been overlooked. The ‘future of work’ is also shaping up to be a future that for some may be flexible and globetrotting, but for others may be characterised by unchosen uncertainty and lack of control. How do these issues impact on gender and wellbeing at work?
For this special issue we invite contributions on employee wellbeing and gender at work on topics  such as: 
·	Inclusive workplaces (or otherwise) and wellbeing of transgender and intersex people.
·	Unions and bargaining for wellbeing (eg family care, domestic violence etc).
·	Gender, wellbeing and age in the employment relationship including the transition to retirement.
·	Women and wellbeing in precarious, risky or dirty work and/or male dominated occupations
·	Gendered experiences of disability and work.
·	The ‘work’ of wellbeing (wellbeing in occupations such as mindfulness, yoga, foodbags etc).
·	Positive examples of organisational responses to eradicate gender inequality in wellbeing at work.
·	Connections with community, family and wellbeing.
·	Women’s involvement and representation in wellbeing at work (eg through OHS or other wellbeing initiatives etc).
·	Gender and wellbeing in unpaid work.

Timelines
·	Abstracts (max 500 words) should be sent to Katherine.ravenswood@aut.ac.nz by 3rd of October, 2016
·	Successful abstract authors will be advised by November 2016
·	Publication expected in mid-2017

Submission Guidelines
Please see the journal guidelines for formatting submissions
http://www.nzjournal.org/guidelines.htm
Submissions should be sent to Dr Katherine Ravenswood (Katherine.ravenswood@aut.ac.nz)
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