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I N T RO DU CT I O N

‘We get closer to the goal of true equality with every single one of you who leans in’, writes Sheryl Sandberg (2013,
p. 11) in the introduction ‘Internalizing the Revolution’ to her now infamous text Lean In. Sandberg's ‘lean in’
approach to gender inequity, a kind of ‘Facebook Feminism’ (Faludi, 2013), encourages individual women to take personal responsibility for unlearning the gendered socialization that keeps them from competing with men in order to
improve gender equity, particularly at work. Sandberg's claim that ‘we can reignite the revolution by internalizing the
revolution’, is evidence of what critical feminist scholars identify as the rise of a neoliberal (Fraser, 2013a;
Oksala, 2016; Prugl, 2015; Rottenberg, 2014) market (Kantola & Squires, 2012) and/or postfeminism (Ashby, 2005;
Braithwaite, 2002; Brooks, 1997; Gill, Kelan, & Scharff, 2016; Kennedy, 2013; Lewis, Benschop, & Simpson, 2017;
Whelehan, 1995). In the context of work, postfeminism emboldens women to ‘have it all’ by drawing on a neoliberal
capitalist logic in which feminist responses to organizational inequities are pursued through an atomized, marketoriented and entrepreneurial approach (Hollows, 2003; McRobbie, 2013; Rottenberg, 2018). Postfeminism affirms
that issues of gender inequity can be solved through individual actions, choice, empowerment and increased participation in a competitive market.
Apart from writing Lean In, Sandberg has helped to create Lean-in Circles where groups of women can meet outside of the workplace and draw upon Lean-in literature to improve their status at work (Faludi, 2013). Faludi argues
that circles not only promote individualistic approaches to organizational inequity, but also align feminist aspirations
with corporate growth. Alternatively, in-company diversity networks made up of marginalized workers have become
a popular, albeit limited, approach for addressing organizational gender inequity (Bierema, 2005a, 2005b; Dennissen,
Benschop, & van den Brink, 2019, 2020; Scully & Segal, 2002; Scully, 2009). Despite aiming to create organizationallevel changes, scholars have shown that diversity networks may still focus too narrowly on individual-level changes,
limiting their potential to disrupt masculine organizations (Bierema, 2005a; Dennissen et al., 2019). Though literature
on in-company diversity networks offers important analyses of how networking and mentorship are used to address
gender inequity, few studies explore women and non-binary people's networking and mentorship strategies outside
of the workplace.
Through a qualitative analysis of gender-inclusive meetup groups in the US technology industry, this article
offers an original theory of postfeminist communities to understand the out-company strategies that women and
non-binary people take to address gender inequity in male-dominated and professional industries. Genderinclusive meetups are made up of some combination of (formal or informal) organizations, aspiring or current tech
workers and corporate sponsors. Drawing upon interviews with 21 members of meetups, content analysis of
20 meetup mission statements from groups in San Francisco, CA and Portland, OR, and 36 event descriptions
from an organization I call FemTech, I theorize and provide empirical evidence for the construction of postfeminist
communities.
Postfeminist communities are groups of like-minded people organizing around shared concerns related to
gender inequalities, who import values of empowerment, entrepreneurialism, individualism and choice into their
organizing styles. I find that groups employ three strategies to improve the status of women and non-binary
people in the tech industry: (i) creating a supportive community rooted in professionalism and entrepreneurialism; (ii) offering skills development in a safe environment; and (iii) training participants on how to take individual
action against discrimination. While postfeminist communities are able to successfully cultivate supportive
groups of participants who organize outside of the workplace, strategies focused on individual-level changes
ultimately do little to disrupt organization-level gender inequities (Adamson, 2017; Lewis et al., 2017). This
study contributes to theoretical analysis regarding the growing salience of moderate feminisms (Lewis, Adamson,
Biese, & Kelan, 2019), showing how community organizing around gender inequity can take a moderate and
postfeminist turn.
This article begins by engaging with extant literature on postfeminism, in particular the ways that postfeminist
politics have been theorized. I contribute to this literature by offering a theory of postfeminist communities,
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discussing the community organizing styles and values that drive their goals and strategies. I draw upon literature on
women's and diversity networks to highlight how scholars have theorized women's strategies to mitigate in-company
organizational inequity. I contribute to this literature by drawing comparisons between in-company networking and
the external networking model used by meetups. I present my methods and findings and conclude with a discussion
of the limitations and potential of postfeminist community organizing models.

2

|

THEORIZING POSTFEMINISM

The critical category of postfeminism is highly contested, understood simultaneously as a backlash to second-wave
feminism (Faludi, 1991; French, 1992; Heywood & Drake, 1997), a form of micro-politics (Budgeon, 2001;
Genz, 2006; Mann, 1994), a theoretical perspective characterized by post-structuralist and postmodern thought
(Brooks, 1997; Gillis & Munford, 2004; Robinson, 2011), a sensibility (Gill, 2007) and a discursive formation in the
Foucauldian sense, which governs feminine identity, expression and women's approaches to the gendered challenges
of everyday life under neoliberalism (Lewis et al., 2017). Postfeminism does not necessarily signal a moment after
feminism, but rather, a particular strand of feminism that surfaced in the 1980s that emphasizes autonomy, choice,
empowerment, individualism and entrepreneurship (Gamble, 2001; Lewis et al., 2017; Whelehan, 1995). As
Budgeon (2001, p. 14) puts it,
The prefix ‘post’ is used here not as a signifier of a complete break in previous social relations or as the
overcoming of oppressive relations, but rather as implying a process of ongoing transformation [sic].
While postfeminism has been used to describe a moment after or disavowal of feminism, recent literature complicates the notion that postfeminism is a denunciation of feminist politics (Hollows & Moseley, 2006). Rather, postfeminism can be understood as a repudiation of perceived excessive or radical feminisms in favour of more moderate
feminist politics (Dean, 2010; Lewis et al., 2019).
Postfeminism emerges amidst neoliberal political–economic transformations characterized by increasingly deregulated markets, privatization of public goods and the burden of taxation shifting from the wealthy to the general population in the context of global monopoly-finance capitalism (Foster & McChesney, 2012; Harvey, 2005).
Neoliberalism operates as a governing rationality (Foucault, 2004) that cultivates what Oksala (2016, p. 115)
describes as ‘an atomic individual whose natural self-interest and tendency to compete for economic rewards
must be fostered and enhanced’. A postfeminist and neoliberal approach to women and non-binary people's liberation tends to valorize the self-regulating market as a source for realizing individual freedom and achieving gender equality (Fraser, 2013b; Macpherson, 1962; Rottenberg, 2014). Just as the ethos of neoliberalism compels a
person to ‘maximize his results by exposing himself to risks and taking full responsibility for possible failures’
(Dardot & Laval, 2017, p. 261), postfeminism tells women that if she ‘feels that she is a victim of sexism, she
must first look to her own responsibility’ (Kennedy, 2013, p. 9). Thus, postfeminism's preoccupation with individual recognition, personal responsibility, empowerment and improved status in the workplace rather than a
broader social redistribution of wealth and services has ‘dovetailed all too neatly’ with neoliberal projects
(Fraser, 2013b, p. 218).
Postfeminism also encourages women to ‘have it all’, coupling the desire to succeed in the workplace with a fulfilling domestic life (Hollows, 2003; McRobbie, 2013). For example, Sheryl Sandberg argues that women should pursue fulfilling careers in order to be happier and ultimately better mothers and wives. Similarly, Rottenberg (2018)
shows through an analysis of Ivanka Trump's Women Who Work that the newest permutation of neoliberal feminism
requires women to transform themselves into an enterprise, collapsing the divide between private and public. This
collapse is evidence of what Brown (2015) calls the rise of homo oeconomicus, an economized political subject whose
rationality and desire are dominated by the logic of the neoliberal capitalist market. The political implications of the
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private–public dissolution and the economization of citizenship under neoliberalism, Brown (2015) warns, erase the
capacity for individuals to act as politically sovereign citizens and destroy social solidarities, undermining the potential for democratic participation.
The threat of neoliberalism's impact on social solidarities is of the upmost importance for feminist
movements, as ‘one of the crucial features in feminist activity is that women come together as women in order
to provide mutual support against patriarchal oppression’ (Hodgson-Wright, 2001, p. 12). If postfeminism refers
to an emergent form of moderate feminism that draws upon individualistic and market-oriented discourse
emphasizing personal responsibility, does it still have the potential to engage women in mutually supportive
activities? What is the impact of postfeminism on feminist community organizing and political action more
broadly?

2.1

|

The postfeminist is political

Community organizing is often considered absent from moderate strands of feminism rooted in individualism and
disassociated from institutional critiques of gender inequalities (Heywood & Drake, 1997; Lewis & Simpson, 2017).
Moderate feminisms, like postfeminism, replace more excessive or radical feminisms that have a ‘critical orientation
and a collectivist spirit based on mutual struggle, communal relations with other women and the search for collective
solutions to shared problems’ (Lewis et al., 2017, p. 217). Drawing upon Gill (2016, p. 617), Lewis et al. (2017) argue
that the moderate feminist position is ‘to work on the self rather than to work with others for social and political
transformation’. Still, this transformation of the individual under postfeminism is itself a politicizing project
(Braithwaite, 2002, 2004; Budgeon, 2001). Budgeon (2001, p. 217) argues that the transformation of feminism into
postfeminism reveals ‘not a depoliticization of feminism, but a political shift in feminism's conceptual and theoretical
framework’. That is, postfeminism as a political project produces a disposition concerned with gender as a particular
power relation, but one that can be overcome through individual-level or micro-political actions (Genz, 2006;
Mann, 1994). Conceptualizing postfeminism as a moderate political disposition allows scholars to identify the unique,
puzzling and complicated ways in which individuals engage in the political sphere under late capitalism
(Ashby, 2005).
Since postfeminism aligns with a neoliberal emphasis on competition, postfeminist discourses around entrepreneurialism and success often highlight gender-neutral competition as a goal (Lewis, 2006). As Dardot and
Laval (2017, p. 256) argue, what distinguishes the neoliberal political subject from the liberal subject is that the
liberal Benthamite man was, ‘the calculating [sic] man of the market and the productive [sic] man of industrial organizations. Neo-liberal man is competitive [sic] man, wholly immersed in global competition.’ I argue that postfeminism politicizes gendered barriers to competition within capitalism. The postfeminist disposition obscures the
gendered assumptions and structures that underpin capitalist competition, instead focusing on how women need
access to safe community groups to improve their skills or negotiate better in order to fairly compete with men
(Ely & Meyerson, 2000; Lewis et al., 2017). The postfeminist politicization of the individual is a limited project in
that while individual women may be able to critique the patriarchy of institutions and structures, they ultimately
rely on strategies emphasizing self-improvement and individual-level changes to succeed in masculine organizations (Kelan, 2009; Lewis, 2014).

3

|

TO WA R D A T H EO R Y OF P O STF E M I N I S T CO M M U N I T I E S

In order to develop a theory of postfeminist communities, I first draw upon Patricia Mann's conceptualization of how
to make sense of political action in the context of postfeminism. To understand postfeminism as a moderate political
disposition and strategy, Mann (1994, p. 17) advises that we must ‘expand the vocabulary of political actions in order
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to make sense of individual agency in moments of discursive uncertainty and political change’. Expanding conceptualizations of political action allows scholars to understand how ‘national specificities can mobilize and absorb postfeminist themes and values differently’, but also to explicate the variety of postfeminist modes of political action
(Mann, 1994, p. 17; see also Ashby, 2005; Genz, 2006). For example, while there has been a tendency to homogenize the impact of neoliberal feminism on women's movements (Prugl, 2015), Grosser and McCarthy (2019) show
that robust feminist movements still persist, responding in innovative and strategic ways to state governments
depleted by neoliberal restructuring. This shows that while postfeminism may be an increasingly compelling frame
used by women and non-binary people to make sense of gendered power relations, we are not necessarily witnessing a homogenous postfeminist moment.
I define postfeminist communities as groups of individuals and non-profit organizations and/or corporations
who politically organize around gendered issues marked by postfeminist assumptions, goals and strategies. The term
postfeminism is applied to communities in order to offer an analytic framework for identifying a postfeminist organizing style. Postfeminist modes of political action may take on different forms that reflect a moderate feminism
rooted in discourses of choice and empowerment (Lewis et al., 2017), and, I argue, couple these with community
attempts to engage corporations and marginalized workers around issues of gender inequity. Following
Hanisch (2006, p. 1), I use the term political ‘in the broad sense of the word having to do with power relationships’,
and not necessarily engagement in electoral politics or party affiliation. Postfeminist communities politicize gendered
power relations through discourses of empowerment, individual liberation, entrepreneurialism, personal and career
fulfilment, and work–life balance. In the context of workplace inequities, these goals are achieved through members’
and organizations’ shared commitment to an individual's success on the labour market or within a firm. This commitment may materialize in the form of mentorship, consciousness raising, peer-to-peer training, as well as
organizational/corporate sponsorship and donation.
Postfeminist communities may meet online or in person, engaging in community organizing, or, ‘the process of
building a mobilizable community’, in which members cultivate a commitment to their shared interests, goals and
needs (Stall & Stoecker, 1998, p. 729). In order to be understood as a community, groups must reflect the common
definition of ‘a group of people with diverse characteristics who are linked by social ties, share common perspective,
and engage in joint action in geographical locations or settings’ (MacQueen et al., 2001, p. 1929). In this study, I show
that the social ties that bind members of postfeminist communities are rooted in their instrumental value on the marketplace. In other words, while postfeminist communities maintain social solidarities, these relations are reconfigured
through a market-oriented logic.
In the context of workplace inequity, the organizing styles that postfeminist communities pursue rest upon the
assumption that increasing the numerical representation of women and non-binary people in a male-dominated
workplace can change the masculine culture of organizations. In this way, postfeminist communities conceptualize
inequity primarily as a quantitative rather than a qualitative issue. Postfeminist communities internalize the notion of
‘trickle-down feminism’, the idea that ‘once a few women break the glass ceiling and achieve prominent positions in
business and politics, this power will trickle down the ranks and empower all women’ (Kennedy, 2013, p. 6). Trickledown feminism is qualitatively limited as it interprets masculine organizations as male-dominated rather than patterned and structured by masculinity (Acker, 1990; Britton, 2000).
The goals of postfeminist communities reflect the desire to achieve what Lewis (2014) calls ‘individualized
entrepreneurial femininity’, or the ability to effectively perform entrepreneurialism. Lewis (2014, p. 1853) notes
that the ‘postfeminist subtext in this mode of entrepreneurial femininity is that women are no longer “oppressed”’.
While members of postfeminist communities may recognize that gender inequality exists (Calkin, 2016; Gill &
Orgad, 2017), they highlight their ability to seek empowerment and training as strategies to overcome gendered
barriers. What makes these communities postfeminist, I argue, is that their organizing styles are rooted in the
desire for a postfeminist future in which gender-neutral competition is fully realized, and thus oppression is
resolved. In other words, postfeminist communities reveal how community
postfeminist turn.

organizing can take a
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Lean-in Circles, diversity networks and meetup groups

Examples of postfeminist communities include the gender-inclusive meetup groups analysed in this study as well
as Lean-in Circles. Lean-in Circles usually follow a three-step approach that includes ‘liking’ the organizations’
Facebook page, watching educational videos that are provided by the Lean-in organization, accessing Lean-in literature and materials, and promoting peer mentorships between eight and ten like-minded women
(Faludi, 2013). These circles represent postfeminist communities in that they rely upon the organization of likeminded individuals with shared concerns who emphasize improving one's human capital and feeling empowered
as a response to gender discrimination.
An alternative group-level response to organizational gender inequity includes in-company women's and diversity networks (Bierema, 2005a, 2005b; Dennissen et al., 2019, 2020; Scully & Segal, 2002; Scully, 2009). Diversity
networks, I argue, may employ more robust strategies than postfeminist communities. For example, in their study of
activists involved with in-company diversity initiatives, Scully and Segal (2002, p. 157) reported that activists not
only focused on consciousness raising, empowerment, mentorship and promotions, but also organized ‘a contingent
of women to attend a pro-choice march in Washington, D.C. under the company banner’, encouraged letter writing
to legislators and mobilized around improving the structure of gay partner benefits. These strategies are consistent
with traditional liberal politics in which citizens engage in activist communities and the state. Yet, not all in-company
diversity networks follow a liberal political action model.
Though diversity networks focus on in-company culture changes, the literature shows that these efforts may fail
because participants lack the ability to understand how masculine organizations reproduce patriarchy. As
Bierema (2005a, p. 16) found, though women executives involved in a women's network did make efforts to help
other women succeed in their careers, the networks failed to result in organizational changes because ‘the words,
beliefs and actions suggest that they do not consider how gendered power relations impact their work environment,
nor do they take action to challenge or change them’. Diversity networks, though located within organizations, can
reproduce the resiliency of patriarchy within organizations (Bierema, 2005b; Dennissen et al., 2019. As Dennissen
et al. (2019, p. 967) argue, networks fail to achieve organizational change when they ‘only address the individual and
group levels of equality’, not unlike Lean-in Circles and gender-inclusive meetups. Thus, women's networks, too,
reveal the postfeminist undercurrents of in-company organizing despite aiming to achieve organization-level
changes.
What primarily distinguishes Lean-in Circles and meetup groups from diversity networks is that the former are
focused on improving women and non-binary people's status in the workplace through individual-level changes that
take place outside of work by improving participants’ marketability and professional development. The latter is typically focused on implementing change within a particular organization. Still, when women believe that they will not
be able to achieve career advancement without the help of women's networks, these groups tend to be perceived
by participants as collectives (Hersby, Ryan, & Jetten, 2009). Thus, in-company women's networks may also use
postfeminist communities’ organizing strategies.
While diversity networks may be conceptualized as communities given that they are groups of participants
organized by shared concerns, is it the individual, entrepreneurial and empowerment model emphasized by
Lean-in Circles and meetup groups that mark them as postfeminist communities. What contributes to the limitations of Lean-in Circles and gender-inclusive meetups is precisely that they do not organize collective actions to
make organizational-level changes. While diversity networks may fail to achieve the organizational-level changes
that they hope to see dismantled, postfeminist communities do not necessarily make attempts at organizationallevel change. Nevertheless, scholars exploring in-company diversity networks may analyse the strategies and
values that participants in women's networks highlight in order to assess if these networks import postfeminist
logics. This article contributes to research exploring the strategies that women and non-binary people take to
organize and support one another in the midst of workplace discrimination. Specifically, this study draws comparisons between in-company diversity networks and external organizing models to show the opportunities and
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limitations of postfeminist community organizing. I offer a more detailed analysis in the findings section of the
article.

4

|

B A CKG R O U N D

According to the Bureau of Labor Statistics (2017) data, women made up only 18.7 per cent of software developers,
applications and systems software occupations in the United States, down from 20 per cent in 2015. Outcomes of
a racially and gender-segmented labour market include the maintenance of the wage gap, gender and racial stereotypes, and unequal distribution of resources (Acker, 1990; Browne & Misra, 2003). In the last decade a number of
non-profit organizations and private companies have developed strategies aimed at dismantling workplace inequalities in tech industries particularly focused on training. For example, The Grace Hopper Celebration of Women in
Computing, part of AnitaB.org which partners with technologists, educational institutions and Fortune 500 corporations, was founded in 1994 and is now the world's largest gathering of women in computing. In its first year the conference hosted 500 women, in 2010 the number of attendees quadrupled to 2147 and by 2017 the conference
reported 18,000+ attendees.
Besides women-focused conferences, smaller, local and ongoing group meetings for women and non-binary
people have emerged, which I call gender-inclusive meetups. Gender-inclusive meetup groups vary in size and specific goals, with some groups having about five to ten members and others with as many 8000 people subscribed to
their meetup webpage. Meetups may be local, national or international organizations, operating as chapters of nonprofit organizations, local organizations or informal meetings with local community members. Gender-inclusive
meetup groups aim to increase the number of women and non-binary people employed in technical industries by
providing them with technical skills building in a safe and supportive environment (i.e., free from gender-based
harassment or discrimination), professional networking opportunities, and panels of successful women who can offer
best practices for entering and navigating employment in a male-dominated industry.
Meetups help women and non-binary people connect with future employers and vice versa, as well as provide
technical training on coding languages and new technologies in the field using either a curriculum or non-curriculum
approach. To summarize, gender-inclusive meetups follow a community organizing model that relies upon committed
and like-minded individuals meeting outside of the workplace to develop solutions to shared concerns and offer an
ideal site to interrogate the relationship between community organizing and postfeminism.

5

|

METHODS

This research began as a pilot study conducted between 2015 and 2016 to explore the strategies and organizing
goals of gender-inclusive meetup groups located in San Francisco, CA and Portland, OR. I define gender-inclusive
meetup groups as community-based organizations that list their group on meetup.com and include policies that
either exclusively limit participation to women or non-binary people, or otherwise skew the distribution of men and
women involved towards women. First, I collected mission statements from 20 gender-inclusive meetup group
websites. Sixteen were located within ten miles of San Francisco and four were located within ten miles of Portland.
I identified meetup groups from which to collect data by searching the website meetup.com with the search term
‘women in tech’, and included organizations that had at least some website activity (posts by administrator or member) in the three months prior to visiting the website and had a focus on technology careers. I coded mission statements first through line-by-line coding and then focused coding, looking for themes regarding goals and strategies.
The goals of meetup groups include retention and recruitment of more women and non-binary people, increase the
number of women and non-binary people in tech, and improve marginalized workers’ ability to compete fairly with
men for employment. The three strategies used to achieve these goals, as I discuss in more depth in the findings,
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include cultivating a community of like-minded and supportive individuals and corporations, offering technical training and skills development in a safe environment, and training participants on how to speak up against discrimination
in the workplace and otherwise advocate for women's empowerment. After coding mission statements, I messaged
organizers of meetups with regular meetings and attended one meeting in San Francisco, CA and one in Portland,
OR. I recruited four participants for in-depth interviews from these meetings and interviewed an additional two
through snowball sampling and two through responses to direct messages I sent on meetup.com.
While data from this pilot study allowed me to develop an analysis of the broad organizational goals and strategies of gender-inclusive meetup groups, I became interested in researching a particular organization in the Pacific
Northwest, which I will refer to as FemTech, to develop a more in-depth understanding of the strategies taken by a
prominent and growing organization. Again, I began the study by collecting website data. I coded the mission statement of the group as well as 36 event descriptions that took place between June 2017 and June 2019. I grouped
events into the four criteria that organizers used to determine what types of events they will hold, which I learned
through a brief email exchange with a coordinator. Though events may meet more than one criterion I grouped them
into types that were the primary focus of the events. These include career advancement (n = 13), skills building
(n = 10), lifestyle (n = 8), and diversity and inclusion (n = 5).
In 2018, I coded and analysed 20 digital member stories that are publicly available on the FemTech website. Digital member stories range from one to three paragraphs long, each answering questions that identify how the participant learned about FemTech, the primary reason they initially decided to attend, why they continue to participate
and the values that are important to them. In order to determine values I line-by-line coded member stories and then
developed focused codes that ultimately fit into six themes of member values: accessibility and inclusivity of space,
finding a job, skills enhancement, networking and making connections, gaining confidence and feeling empowered to
call out sexism, and creating change in the world of tech. I then organized these six values into the three strategic
themes of professional support, skills and speaking out against discrimination.
After coding member stories, I conducted semi-structured in-depth interviews with 13 members of FemTech.
The interview protocol that I used for members of FemTech as well as participants in the pilot study included the following questions: How long have you been involved in [x] organization? How did you decide to get involved? How
did you hear about the organization? What would you say the goals of this organization are? What does the organization do to meet those goals? What do you value most about this organization? What do you gain by being a member of this organization? How does your participation impact your experiences at work? and What is your
relationship with other members like? After completing the interviews, I transcribed and coded interviews in two
steps: first open coding each interview, then creating a codebook of major themes and returning to the interviews to
look for consistencies and contradictions. The codebook of themes mirrored my initial findings from the pilot study,
that participants typically engage in three strategies to improve the number of women and non-binary people
employed in tech. Additional themes that emerged included experiences of sexism in the workplace, the masculine
culture of the technical industry and sexism in society more broadly. As this article is focused on the strategies
employed by gender-inclusive meetup groups, these additional themes are not discussed in the findings.
The final sample of participants involved in this study include 21 people involved in women-in-tech organizations, 19 of whom identify as women (16 as cis-women and three as transgender women), one as
transmasculine/non-binary and one as male (Table 1). The majority (15) of participants identify as white, with one
worker identifying as Filipino, one as Latina, one as Black, one as Central Asian, one as Asian Indian and one as Japanese. I interviewed meetup organizers and attendees with varying levels of participation, but all having attended at
least one gender-inclusive event. Participants varied in age, the youngest being 25 and the eldest 60, with a mean
age of 40, a median of 41 and a mode of 42. Their experience working in tech also varied, with one woman only having worked in tech for three months at the time of the interview, and others who have worked in tech for over two
decades. Occupations include a data analyst, a chief technology officer, a senior software engineer, a freelancer and
a marketing manager, to name a few. I approached interviews using feminist methods-building ‘conversational partnerships’ with participants (Rubin & Rubin, 1995). I facilitated a comfortable dynamic for interviews by being warm
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TABLE 1

Data Collected
Interviews

Website data

Round 1: Pilot Study

8 interviews with members of meetups in San
Francisco, CA and Portland, OR

Mission statements of 20 meetups within
ten miles of San Francisco, CA (n = 16)
and Portland, OR (n = 4)

Round 2: FemTech

13 interviews with members of FemTech
located in Portland, OR

FemTech mission statement, 36 event
descriptions between June 2017 and
June 2019, 20 digital member stories
collected June 2017

Total

21

21 mission statements, 20 digital member
stories, 36 event descriptions

and responsive. Interviews were semi-structured and open-ended, lasted between 50 minutes and two hours, and
were conducted in person (14), over the phone (5) and through video calls (2).

6

FINDINGS

|

In the sections that follow I analyse the goals and the three strategies undertaken by gender-inclusive meetup
groups in the United States. The goals and strategies are rooted in an assumption that trickle-down feminism is
an effective way to improve the masculine culture of the tech industry (Jaffe, 2013; Kennedy, 2013). As Casey, a
middle-aged white woman put it, ‘I feel like if organizations like FemTech can develop women engineers and
women leaders then we have a better shot at making this a better industry’. The assumptions, goals and strategies
that gender-inclusive meetups employ illustrate the ways that postfeminism gets imported into community organizing styles. The implications of the postfeminist mode of community organizing align with much of the extant
literature on postfeminism: postfeminist strategies entrench individualism and do little to disrupt organizationallevel inequities (Adamson, 2017; Lewis et al., 2017). These communities further reveal how postfeminism operates
as a politicizing project that informs the ways that groups come together to address shared concerns around gendered power relations.

6.1

|

Characterizing support in the postfeminist community

Gender-inclusive meetup groups aim to organize communities of women and non-binary people, organizations and
corporations that work together to address gender inequity in the tech industry. Support is articulated through postfeminist discourses of entrepreneurialism, job market participation and empowerment as avenues to change the masculine organization of the high-tech industry. For example, ChickTech Portland's mission statement states that the
group is
dedicated to retaining women in the technology workforce … by building community and providing networking opportunities, mentorship, and empowering women and girls to see themselves as leaders in the
rapidly growing tech industry.
Similarly, FemTech states that their organization ‘empowers individuals within the Portland-area tech industry by
offering community and skills-building events, mentorship, and access to jobs and opportunities’. Discourses of community, support and relationship building are couched in their instrumental potential to result in positive job outcomes and better, more inclusive workplace experiences. Like those involved in the executive women's network in
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Bierema's (2005b) study, women and non-binary people were happy to offer one another support and advice. In fact,
when I asked Denise, a 54-year-old white woman, what the primary focus of gender-inclusive meetups are, she
answered,
the mutual support of women and the awareness of the fact that we’re a minority and trying to help, not
only help each other out, but help increase the number of women in tech.
When I asked Betsy, a 33-year-old Latina meetup organizer the same question she responded that:
our main goal is to give women a place to come and feel comfortable and listen to other women thought
leaders in the space, and really feel inspired by them. And so bolstering women in tech overall is our biggest
goal.
Participants often expressed that hearing other women and non-binary people share their experiences with
overcoming adversity was a useful strategy to channel best practices and overcome gendered barriers. In fact, when
I asked Hope, a 42-year-old Black meetup organizer how she thought changes in the masculine culture of tech could
be facilitated through meetup groups, she responded that:
It could just be a safe space to have dialogue where women um, know that you are not alone in those
experiences. Whether they can cheer each other on to take action or ‘Hey, well, here's what you can do
about it. Here's what I did.’ It could be something as simple as a conversation.
Bierema (2005a) ultimately found that while women were willing to help one another out, their network failed
to result in organizational change because they were not able to develop a clear action plan. In comparison, genderinclusive meetup groups did appear to have an action plan for improving the status of women and non-binary people
in the workplace, namely, organizing communities for support and having conversations around best practices. The
limitation of this political strategy to address gender inequity is that the action plan does not make an attempt to
transform organizational structures but assumes that micro-level interactions will result in change. Thus, like the failure of women's networks to mobilize for change, there is no evidence to suggest that providing support and mentorship necessarily disrupts the masculine logic of entrepreneurialism, competition or organizational structures
(Dashper, 2018). Nevertheless, postfeminist communities offer an invaluable space for marginalized workers to
access support when it is otherwise absent.
Postfeminist communities complicate the notion that the neoliberal, postfeminist subject feels solely responsible
for solving employment issues by themselves. Postfeminist communities provide struggling women and non-binary
people with a network of sympathetic and concerned feminists who are willing, and even articulate a responsibility,
to help one another navigate employment options. As Brea writes in her FemTech member story,
most of us get so focused on our personal deliverables, achievements, failures, that we forget as women
our biggest contribution is ‘showing up’. Holding the door open for others to follow.
Rather than contradict the impact of a neoliberal governing rationality, I argue that participants internalize homo
economicus’ concern with maximizing opportunity and developing human capital. This internalization of neoliberal
and postfeminist values does not lead to the dissolution of social solidarities for women and non-binary people in
the tech industry, but instead, cultivates social ties rooted in identity, economization and entrepreneurialism.
The postfeminist political disposition is reflected in the value that participants place on having a network of professional resources to tap into. Many participants highlight the benefits of being able to access a community of
women to help them develop technical skills and to provide job opportunities. Ellie, a 42-year-old white woman,
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began to tear up as I asked her how involvement in FemTech has impacted her. She described her feelings of isolation at her former workplace, and after attending a women-in-tech event, she
Felt so much less alone. And so encouraged. And I just felt like, wow, if I were to do something different
there was this immediate like culture and community available that would help me through a process or
transition.
Ultimately, Ellie decided to quit her former job after realizing she had been paid less than her male counterparts,
among other issues, and found new employment through a mentor she met at FemTech. Through tears of gratitude,
Ellie conveyed the degree to which the FemTech community improved her professional life. However, while social
solidarities rooted in job opportunities may provide women and non-binary people a sense of support, comfort and
professional hopefulness, the boundaries of the postfeminist political position do not necessarily extend to non-market-oriented support.
While second-wave feminists use the political strategy of meeting informally to raise consciousness about everyday interactions with patriarchy (Freeman, 1972–1973), the postfeminist community strategy emphasizes coming
together to provide business opportunities, leaving little room for a more transformative politics. These second-wave
strategies take a postfeminist turn within the postfeminist community organizing model. In fact, one participant's
experience with FemTech highlights a negative outcome of workers joining an organization based primarily on cultivating professional relationships. Spencer, a 25-year-old non-binary person, explained that an executive at their company had refused to promote and financially compensate them as they began to take on more and more managerial
work. They detailed months of attempting to get their boss to pay them appropriately while male colleagues continued to receive promotions and raises. When I asked them if they were able to bring this issue up at the genderinclusive meetup that they’re involved in, they explained that their executive is also a member of the organization.
Spencer explained that their executive, like many others, joined the organization in order to have a direct pipeline to
underrepresented people to potentially hire. As a result of the executive's participation, Spencer said that they did
not want to share their experiences with the group because they were afraid that complaining about gender discrimination at work could ‘reflect poorly on them professionally’.
Spencer's response here could suggest that the purpose of FemTech is more akin to a professional association
than to a community. Yet, when I asked Spencer earlier in the interview what the primary purpose of the organization is, they responded ‘to raise the voices of female tech workers and have a sounding board for that’. In this sense,
while the mission statements and even participants’ conceptualizations of meetups may ideologically highlight their
emphasis on community, these communities materially function as professional resources. Thus, while participants
identified gender-inclusive meetups as a source for what Daphne described as ‘a sense of support, fellowship, and
comradery’, a deeper examination of the social bonds that are cultivated reveals they are generally rooted in their
instrumental value for improving participants’ marketability. I do not suggest that participants misunderstand or are
disillusioned about the kinds of connections they are making, rather, that conceptualizations of social bonds within
postfeminist communities take a market-oriented approach to relationship building.

6.1.1

|

The whiteness of support

Additionally, though the meetups that I attended in San Francisco and Portland claimed to be concerned with racial
diversity, either all or the majority of participants and volunteers at the meetings appeared to be white. Some
gender-inclusive meetup groups held events particularly targeting women of color, but as Gita, a 44-year-old
Asian-Indian woman told me, these groups are not always easy to access, and sometimes use a lottery system to
determine attendance. She cites this as an example of how (mostly white) women focused on improving gender inequities are largely unaware of issues faced by women of color. She argued that her inability to attend events because
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of participant limitations exemplifies a low priority for addressing the concerns of women of color in tech. She
hypothesizes,
It's just, you know, just fixing the women in tech problem is big enough that at this point maybe people
can’t focus on women of color in tech or immigrant women of color in tech.
When I asked if she has been able to find women and tech groups where she feels supported, she responded, ‘I
have not found as much of the community in the women in tech groups as probably white women find it.’ In the
same way that gender-inclusive meetups may be limited by identifying structural issues but implementing individual
responses, they are also limited in their ability to develop intersectional solidarity across axes of oppression by failing
to provide organizational support to women of color. Dennissen et al. (2019) keenly argue that when diversity networks, or groups like gender-inclusive meetups, organize around a single category like gender, they are unlikely to
develop a structure that accounts for the intersectionality of disadvantage. This study contributes to Dennissen
et al.'s (2020) finding by showing that even when groups include intersectionality as a goal in their mission statement, a narrow focus on gender in practice can result in centring whiteness.

6.2

|

Improving skills in a safe environment

Beyond providing support, gender-inclusive groups aim to increase the number of women and non-binary people in
tech by providing participants a safe and supportive space where they have access to free technical training, skills
development, mentorship and networking outside of their workplace. The mission of many meetup groups mirror
Women Who Code SF's, which states that the group offers ‘technical events, study groups, panel discussions’, etc. in
order to ‘help you build the skills you need to raise your professional profile and achieve greater career success’. Similarly, SF Women of Product's mission statement is to ‘advance the capacity, knowledge, networking, career trajectory, and negotiation power of female, female-identified, genderqueer and/or gender-neutral Product Managers’.
The technical and skills focus of gender-inclusive meetup groups also appear in event titles, such as ‘How to study
for a technical interview’, ‘How to negotiate for higher wages’ and ‘JavaScript study group’.
What distinguishes gender-inclusive meetup groups from non-gender-specific meetups is they recognize that in
order to address the gender imbalance of tech industries, women and non-binary people must first be able to access
the off-site training provided by meetup groups in a safe, supportive environment where they are free from genderbased criticism or discrimination. When I asked participants how they thought gender-inclusive meetups are different from traditional meetups, they reported that when they attended non-gender-specific tech meetups they were
made to feel unimportant, unintelligent or unwelcome. Hannah, a young white woman and aspiring tech worker,
shared her experience at a tech meetup in Portland, where about 60 men and five women attended. She reported
that almost everyone at the meetup
Were all friends who already knew each other. [One] guy showed up late, like an hour and a half into the
event, wearing sweatpants. And everybody immediately-like he was welcome to hangout and talk with
everyone. I was sitting close enough to hear them asking him ‘what are you working on, where are you
working now?’ And I was thinking, ‘oh, I’ve been here, I’ve brushed my hair, I showed up and I tried more
than this guy did’.
Participants often argued that gender-based discrimination not only acts as a barrier to entry in the tech field
but can also limit the ability of women and non-binary people to obtain leadership positions within firms. Lucy, a
white transgender woman looking for employment in tech, identified transphobia as a barrier to climbing organizational ladders. She stated,
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A lot of transgender people experience that de-motivation on an extreme level because it's like, if I do anything I’m criticized. If I breathe, I’m criticized, and it's sad to see that. When people are so de-motivated
that they’re like, ‘okay all I can do is survive, I’m just scraping by’, you don’t see them become CEOs.
Lucy cites transphobia as a source of institutional inequity, explaining that when transgender workers experience
discrimination they are less likely to obtain positions of power compared to their cisgender counterparts. For the participants in the study, hierarchical organizational structures are not necessarily problematic, but the unequal proportion of cisgender men in leadership positions is. This concern is a trope of moderate feminist strands under
neoliberalism (Arruzza, Bhattacharya, & Fraser, 2019). Like Lucy, many participants pointed out that if women and
non-binary people face discrimination in their attempts to build human capital or advance in the workplace, the
merit-based ‘promise’ of success in a neoliberal capitalist system is compromised. In other words, to achieve genderneutral competition women and non-binary people must have the opportunity to develop the same skills as men in
an environment that removes discrimination and harassment as a barrier.
In contradiction to the expectation that women and non-binary people governed by postfeminism might feel an
individual responsibility for dealing with sexism (Adamson, 2017; Kennedy, 2013), postfeminist communities take on
the responsibility of ensuring the safety of their participants. For example, SF Women of Product signals their commitment to participants’ safety by writing, ‘we will do our best to make this space safe for all while respecting the
views of others’. Gender-inclusive meetup groups often include codes of conduct that participants must abide by in
order to ensure that environments are safe. For example, Code n’ Splode, a meetup for women and non-binary people in Portland, explains on their website why they include a code of conduct as a standard for their community. The
group writes that they want their group to be
Safe and welcoming for all interested participants, but unfortunately that is not always the case. Our
intent is to provide clear information about desired and undesired behaviors in our communities, and to
enable community members to take action toward making these spaces better for everyone.
Postfeminist communities take on responsibility for creating internal organizational structures that do not reproduce gendered power relations. At the same time, groups generally do not leverage their use of effective codes of
conduct to the corporate level, spending their energy on improving individuals’ human capital in order to obtain a
postfeminist future that includes what Lewis (2014, p. 1853) calls ‘individualized entrepreneurial femininity’. What
denotes the postfeminist logic of these groups’ strategies is the emphasis on improving women and non-binary people's skills in order to bolster individual choice and opportunity, rather than strategies to disrupt masculine characteristics of entrepreneurialism (Lewis, 2014). That is, postfeminist communities are marked by a contradiction in which
they recognize gender discrimination as a barrier to developing skills but assume that if women and non-binary people have the skills to compete, they may overcome gender discrimination on the labour market. While this strategy
may improve career opportunities for some individuals, the prevalence of discrimination and masculinity within the
tech industry still goes unchallenged at the institutional and organizational levels.

6.3

|

Taking individual action

In addition to creating supportive, safe environments where women and non-binary people can improve their skills,
meetup groups also illustrate some attempts to encourage members to take action against sexism and discrimination
at work. However, following a postfeminist organizing model, these actions typically focus on encouraging individuals to make changes by themselves rather than organize collective actions. While meetups take responsibility for
training members, ultimately, this strategy reflects a postfeminist emphasis on individuals being responsible for mitigating gender bias and discrimination. Importantly, the rationale for mitigating discrimination is rooted in the desire
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for success on the marketplace. Margorie's member story reflects this explicitly, stating that the goal of organizing
against inequity is to
reach a day where everyone must compete equally, where everyone must perform, behave and be held to
the same standard. That comes with more women speaking up and speaking out against discrimination
and harassment.
Discursively critiquing discrimination, then, becomes a strategy for reaching the goal of gender-neutral competition. Besides attending meetings to feel empowered to speak up, Casey described an event she attended that
offered participants the skills to address microaggressions in the workplace. She explained that the event functioned
as workshop, in which,
They gave us three general categories of ways to respond. They had us practice individually sort of lines
within that, they would spring a scenario on us and have us practice in small groups. ’Cuz it's hard to say
those things.
Participants often emphasized that workers in high-tech industries must open a dialogue about gender inequity,
noting that cultural norms of exclusion are not maliciously employed at work, but that people are not often made to
question the gendered or racialized character of their behaviours and interactions with others. Darby, a white
woman, even highlighted how important it is for individuals to take on the role of educating others, despite the experience being frustrating. She stated that when calling out implicit bias you might
have to say it in different ways. And it drives you, the messenger, crazy but that's your job. And that's like
your role as the leader, is to change your communication style to match the listener.
Changing your communication style is aligned with what Lewis et al. (2017, p. 218) identify as ‘postfeminist
ideas of women as malleable subjects, urging them to mold their selves towards ideal career women in line with
masculine norms’. Yet, in addition to pursuing a ‘make-over’ and ‘self-improvement’ model of addressing institutional inequities, participants in this study grappled with strategies for invoking organizational-level changes. For
example, an event titled, ‘Self-care and mitigating workplace stress’ appears to align with the individualized
model of responding to issues in the workplace. However, upon reading the description of the event one learns
that the host explains,
most of us have a hard time knowing where to begin, especially when it comes to influencing our company
culture. Finding agency and resolve for self-care is priority number one; connecting our personal needs to
organizational transformation is the ultimate goal.
One way in which individuals did identify a potential for organizational transformation was by changing gendered language on job postings. Almost all participants cited some variation of a statistic that states, as Holly, a white
woman working in Portland explained, ‘men will apply for a job if they have 50% of the requirements, women will
only apply if it's like 95%’. Following a postfeminist approach, we might expect that gender-inclusive meetups would
hold meetings to encourage women to apply for positions regardless of whether or not they thought they would be
eligible. Instead of blaming individual women for failing to apply for a particular position or exclusively calling upon
women to ‘lean in’ and apply, participants argued that companies must also acknowledge and change their use of
gendered language in job postings.
For example, after attending a women-in-tech conference, Kim, a 42-year-old Filipina woman, brought up the
issue of gendered recruitment language to human resources. She advocated for recruitment language that does not
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use terms like ‘cowboy or ninja, you know, excluding a certain part of the population that don’t really identify with
those words’. Darby, too, argued that if companies want to encourage more women and non-binary to apply
the most obvious thing a job can do is reformat their job descriptions and their career page and talk about
the kind of culture they want to have in their company.
Unlike in-company diversity networks, meetups have the opportunity to mobilize workers across a variety of
firms in order to develop a collective action plan in which all members demand changes to job postings. In this way,
women and non-binary people could yield much greater collective power than in-company diversity networks working at the single firm level. Acker (2006) notes that recruitment is a key organizing process that reproduces inequality, so a collective action around recruitment could be a particularly important intervention. Yet, because meetups do
not develop an action plan that mobilizes their community, it is unlikely that these individual-level strategies will
result in organizational transformation across firms.

7

|

DISCUSSION AND CONCLUSION

Extant literature on postfeminism identifies how women and non-binary people are governed through a rationality
emphasizing autonomy, choice, empowerment, individualism and entrepreneurialism (Gamble, 2001; Lewis
et al., 2017; Whelehan, 1995). In the context of workplace gender inequities, postfeminism supports the neoliberal
construction of the self-regulating market as a source for realizing individual freedom and achieving gender equality
(Fraser, 2013b; Macpherson, 1962; Rottenberg, 2014). The economization of citizenship (Brown, 2015;
Foucault, 2004) and the self (Rottenberg, 2018) can eliminate the potential for social solidarities or liberal political
action. The responsibilization of individuals to solve issues of gender discrimination on their own threatens the very
tenets of feminism (Adamson, 2017; Hollows, 2003; Kennedy, 2013). Yet, the existence of in-company women's and
diversity networks (Bierema, 2005a, 2005b; Dennissen et al., 2019, 2020; Scully & Segal, 2002; Scully, 2009) as well
as the emergence of Lean-in Circles (Faludi, 2013) shows how women and non-binary people work together to
address gender inequity. In fact, some participants of women's networks explicitly consider the groups to be collectives (Hersby et al., 2009). This raises the question: how can we conceptualize the proliferation of women's networking and support groups amidst the rising popularity of postfeminism?
Drawing upon interviews with 21 members of meetups, content analysis of 20 meetup mission statements from
groups in San Francisco, CA and Portland, OR, and 36 event descriptions from an organization I call FemTech, I theorize the construction of postfeminist communities. Postfeminist communities, I argue, are groups of women and nonbinary people, organizations and corporations who import postfeminist values of individualism, choice and entrepreneurialism into traditional feminist organizing practices of consciousness raising and constructing supportive communities (Freeman, 1972–1973). Postfeminist communities do not necessarily disavow the need for feminism. Rather,
postfeminist communities reflect what Lewis et al. (2019, p. 1063) describe as ‘the contemporary reconfiguration of
feminism in moderate form through the constitution of a particular way of thinking about gender in (western) society’. I find that gender-inclusive meetup groups in the technology sector primarily articulate discourses reflecting the
notion of ‘trickle-down feminism’, or the assumption that if a few women can attain leadership positions they will
help to mitigate the masculinization of organizations (Jaffe, 2013; Kennedy, 2013). Meetups’ primary goal, then, is to
increase the number of women and non-binary people in the US technology industry. To do so, groups implement
three postfeminist communities’ organizing strategies: (i) constructing professional networks of women and nonbinary people; (ii) offering training in a safe and supportive environment; and (iii) training individuals on how to take
action against discrimination.
This article offers a theoretical conceptualization of a postfeminist community organizing style in order to identify how the very tenets of postfeminism can be adopted by communities of women and non-binary people who are
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attempting to address gendered power relations. Postfeminist communities arise by fusing seemingly contradictory
feminist strategies of community organizing and individual action. This research brings this contradiction to the forefront of analysis in order to identify how moderate feminism(s) inform contemporary feminist collective organizing.
Within postfeminist communities, traditional feminist strategies such as community organizing and consciousness
raising remain intact, but they undergo a postfeminist reconfiguration in which these tactics are used to further postfeminist values and goals. Put simply, the study provides evidence of how community organizing can take a
postfeminist turn.

7.1

|

Implications

Gender-inclusive meetups offer evidence that postfeminist communities attempt to help participants achieve individualized entrepreneurial femininity (Lewis, 2014) through groups of members who espouse a shared responsibility for
one another's success. As Trnka and Trundle (2014, p. 136) argue, responsibility is often ‘nested within multiple
frames of dependencies, reciprocities, and obligations’. Postfeminist communities are made up of members whose
shared responsibility emerges out of a dependence upon one another to provide professional support when men fail
to do so. However, this study confirms much of the extant literature on postfeminism and the impacts of diversity
networks in that individual-level political strategies do little to transform organizational inequity (Adamson, 2017;
Bierema, 2005a; Dennissen et al., 2019). This study also shows that organizing around a particular identity like gender without a clear and committed intersectional approach ultimately centers whiteness in the organizing style
(Dennissen et al., 2020).
Importantly, while women and non-binary people may be particularly compelled by postfeminist strategies of
empowerment, individualism and cultivating skills in their response to gender inequities, this does not necessarily
denote a rejection of state-level action. Women and non-binary people may not pursue state-level protections
against implicit bias or other insidious sources of discrimination because workplace discrimination is already federally
illegal and often occurs on a de facto rather than de jure level. Sexism and racism at work can go legally unchallenged,
despite being federally illegal, because plaintiffs need direct or circumstantial evidence. The prevalence of color-blind
racism and genderblind sexism that use coded discourses in lieu of explicitly racist and sexist language, make it difficult to trace discrimination (Bonilla-Silva, 2003). In fact, Clermont and Schwab (2009) found that as federal courts
often disfavour employment discrimination plaintiffs, fewer and fewer cases are being pursued.
The unviable legal pathway for addressing gender discrimination, I argue, helps to buttress the postfeminist
community organizing model. Postfeminist communities are organized by subjects that are distinct from the neoliberal feminist subject who ‘accepts full responsibility for her own well-being and self-care’ (Banet-Weiser, Gill, &
Rottenberg, 2020, p. 7). Participants in postfeminist communities articulate a shared responsibility for one another's
wellbeing. Yet, I found that the social solidarities that bind members of postfeminist communities are generally
rooted in market-oriented relations. That is, members relate to one another insofar as they are instrumental on the
gendered job market. The postfeminist economization of social solidarities reflects the ever-growing cultivation of
homo oeconomicus (Brown, 2015; Foucault, 2004). To be sure, the community organizing model that genderinclusive meetups take up reveals the salience of traditional feminist practices: consciousness raising and the
mutual support of women and non-binary people. However, postfeminist communities are those that absorb
traditional feminist tactics into a postfeminist organizing style. In other words, while strategies of support and consciousness raising remain important to postfeminist community organizing, they undergo a political reconfiguration
in which these strategies are used to support postfeminist values like empowerment, individual choice and
entrepreneurialism.
When postfeminist social solidarities are rooted in the logics of neoliberal capitalism, women and non-binary
people may not only miss out on opportunities to develop collective action for organizational transformation, they
risk reproducing power relations. As Arruzza et al. (2019, p. 11) argue
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Sandberg and her ilk see feminism as a handmaiden of capitalism. They want a world in which the benefits
of exploitation in the workplace and oppression in the social order are equally shared between ruling-class
men and women — a form of equal opportunity domination.
An additional concern for the strategies employed by postfeminist communities is that the assumption that
corporations will see the benefits of hiring a diverse workforce is not necessarily reflective of most corporate business models. In many cases, the benefits of a diverse workforce do not necessarily offer return on investments for
expensive diversity and inclusion training, harassment in the workplace keeps workers deferential, and wage discrimination increases employers’ profit margins (Acker, 2006). What's more, because participants use the business
case for institutional change to frame their particular strategies, they may not fully realize the magnitude of their
collective power. Though feminists around the globe have gone on strike to force employers to change institutional
practices, the postfeminist politicization of the individual limits one's ability to imagine collective actions
(Rottenberg, 2014). Nevertheless, postfeminist communities reveal the meaningfulness of social ties for marginalized people.
Meetups also reveal that groups are able to imagine what kinds of policies would be necessary to create
safer work environments, as reflected in their codes of conduct for participation. Yet, in contradiction to the
fact that meetup participants create communities in which gender discrimination is not tolerated, groups rarely
demand the same kinds of changes at the firm level. Instead, groups paradoxically assume that by training
women and non-binary people to have better technical skills, they will be able to overcome other gendered
barriers like discrimination that keep them from being able to compete with men. While postfeminist communities show the willingness of women and non-binary people to organize communities in which they offer one
another professional support, their community organizing models do not develop an action plan that targets
organizational reproductions of masculinity, patriarchy and inequality. Nevertheless, this study shows that
despite neoliberal threats to social solidarity, community organizing remains a salient and indispensable tool to
address institutional sexism.
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