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Abstract: How do cooperatives that want to be competitive in the market combine the Total 

Quality Management philosophy and their own characteristics as organizations owned by wor-

kers and democratic functioning? The purpose of this article is to address this question and 

make a strong case for the cooperative model, as a business model that represents an alterna-

tive for social and economic models that are more egalitarian and participative, and that it pro-

duces well-being among those who are involved in it. This paper presents the results from two 

case studies featuring two cooperatives (MAIER and ULMA) pertaining to the Mondragon Cor-

poration, and more specifically it presents the analysis of 14 in-depth interviews with different 

workers profiles from these two organizations. The results evidence that cooperatives based on 

the Mondragon Management Model perform better and recover, both economically and socially 

than other business even during economic crises due to the cooperative values it promotes. 

Finally, the paper discusses and invites new research about the transferability of these suc-

cessful features of the Mondragon Management Model to other businesses. 
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1. Introduction 

Economic crises highlight the importance of analyzing business practices that 

have a high economic return, are sustainable over time, and manage to overcome 

some of the social problems that have traditionally been derived. The increase in 

unemployment, the deterioration in the quality of many jobs and the increase in 

poverty are some of the exclusionary elements that are further strengthened by the 

economic crisis. In this context, it is important to analyse and determine those busi-

ness initiatives that succeed in tackling social inequalities, which can be used by 

other companies to improve their management model, increase their productivity and 

obtain better jobs for all. 

One of the companies that combine economic and social objectives within their 

corporate mission are the companies that are integrated within the Mondragon Cor-

poration. According to the latest data available on its website, this corporation is 

made up of 266 companies and cooperatives and 15 technology centres. It employs 

80.818 workers in four areas: finance, industry, retail, and knowledge, a cross-sectio-

nal area that has training centers (including a university) and research centers (Cor-

poración Mondragón, n.d.). 

Although it has companies in 18 different countries, the headquarters of this cor-

poration is established in the Alto Deba region of the Basque Country autonomous 

community (Spain). Thanks to the high concentration of cooperatives in the area, 

they have the highest percentage of family homes with welfare conditions of the 

entire Basque Country, with 96.30%, when the rest of the average of the Basque 

Country is 89.2%. The poverty risk situations incidence rate is 1.3%, while the ave-

rage in the autonomous community stands at 7.1%, with some areas such as Bilbao 

reaching a rate of 7.7% (Departamento de Empleo y Políticas Sociales, 2017). 

The Mondragon Corporation has developed a management policy based on Total 

Quality Management (Bretos et al., 2018), and it has been adapted on five different 

occasions since the year 1996, to adapt it to its own business cooperative culture and 

carrying out their own measurement strategies of their business results. The Mon-

dragon Management Model (from now on, MMM), includes management aspects 

oriented towards the achievement of business excellence measured in economic 

terms. For this reason, it is based on modern management practices and the cutting- 

-edge experiences of the more advanced companies. However, there are also 

aspects related to the maintenance of a business culture, based on cooperative prin-

ciples and values that allow achieving results of improvement in the social environ-

ment. 
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This article is structured so that, in the first place, we can explore what the inter-

national scientific community has already said before of the MMM, comparing it with 

some of the advantages that are identified in the Total Quality models. Second, the 

research methodology used is explained. In third place, the results of the research 

and its discussion are pointed out, and finally we offer the conclusions of the article. 

 

 

 

2. Theoretical framework 

In all organizations there is, at all levels of the hierarchy, knowledge and valuable 

information that can be used to increase its productivity and efficiency. For example, 

in commercial companies, those workers who stand traditionally at the farthest level 

from the decision-making process, such as people who are directly at the sales level, 

are precisely those who have clear information about the clients’ preferences and 

consumption patterns. In industrial companies, workers that are in the assembly line 

are the people with more information about the production process, having the possi-

bility to detect concrete problems and offering direct solutions. That is why manage-

ment practices that are based on the decentralization of decision-making, where spe-

cific relevant information is involved, are becoming increasingly relevant. It is neces-

sary, therefore, to analyse those experiences that contemplate the commitment and 

participation processes of the people who make up the organization as a central ele-

ment of the management model to achieve economic and social results that are more 

efficient. 

Within the organizational theories it is considered that the appearance of Total 

Quality Management (TQM) has been one of the most important events in U. S. 

management practice. We find in the scientific literature a growing interest in how the 

participation of workers through TQM practices can generate competitive advantages 

to organizations (Easton & Jarrell, 1998). Within the business practices that improve 

their effectiveness and efficiency through the promotion of the participation of wor-

kers in management, some cooperatives, such as the Mondragon Corporation, also 

stand out. There are already some studies that deepen the analysis of cooperative 

experiences and emphasize those that make up the Mondragon Corporation for their 

unique management model, deepening in aspects such as their democratic mana-

gement, work organization and economic efficiency (Flecha & Santa Cruz, 2011; 

Forcadell, 2005). 

Logue and Yates (2006) argue in a theoretical way that cooperative enterprises 

can be the same as or more productive than traditional companies. Nevertheless, 
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they claim that the mere fact that workers own the property of the company does not 

determine the increase in productivity. For these authors, the impact on productivity 

and improvement of the operation of the company is given by the combination of 

ownership with access to transparent information and the ability to participate in the 

decision-making process. The authors affirm that the companies with the greatest 

ownership, information and participation rights are currently the associated work coo-

peratives (Logue & Yates, 2006). Worldwide, Mondragon Corporation is the largest 

cooperative of associated work by turnover in industry and utility areas, and the 37th 

largest cooperative by turnover (International Co-operative Alliance, 2018), and this 

one is based on the real possibilities of participation and on the transparent informa-

tion of the workers. Thus, it seems to indicate that part of the success of it lies preci-

sely in these two factors. 

The cooperatives that belong to the Mondragon group are more efficient because 

the cooperative members work under institutional arrangements different from those 

that could be available in other companies in the sector regarding the opportunity for 

participation and training. In addition to owning the company, workers have great 

incentives for its financial improvement (Gago et al., 2011). 

If we analyse the effectiveness produced by the implementation of TQM, we see 

that part of its success lies in the ability of this management model to create specific 

knowledge at all levels of the organizational hierarchy that is useful for the organiza-

tion. This ability to create useful knowledge is based on the conception of TQM as a 

science-based and non-hierarchical model (Wruck, & Jensen, 1994). 

By non-hierarchical aspect we refer to the action of TQM, which transfers tempo-

rarily to the problem-solving teams the right to participate in the decision-making pro-

cesses that corresponds to the traditional hierarchy. Therefore, in these problem-sol-

ving teams there is an employee involvement and development in the quality, cycle 

time, and waste phases. This emphasis is associated with a tendency to enhance 

employee empowerment in real processes environments (Easton and Jarrell, 1998). 

It can be considered that all those management practices that are based on 

democratic and egalitarian foundations will be non-hierarchical. However, in mana-

gement practices, by simply implementing a democratic organization in a company 

(whether cooperative or not) does not guarantee economic success. To gain effici-

ency, it is necessary encouraging the participation of workers in the management of 

the company, both through direct and representative practices. In cooperatives like 

those of Mondragon, the shareholders are the workers themselves, who participate in 

the management. Unlike other traditional companies, they also participate in the 

capital and in the profits. Using the structures of representation and democratic parti-

cipation, such as the general assemblies and other bodies such as the Governing 

Council and the Social Council, the workers themselves decide the business policy 
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and, moreover, they are also empowered to have the enough autonomy needed for 

improving their own workplace if this implies an improvement in the profitability of the 

company. For this reason, in the cooperatives, the control mechanisms over the exe-

cutive bodies fall directly on all the members of the cooperatives (Campbell, 2011) 

based on the same idea of participation that other practices such as the TQM may 

have, but increasing their participation and therefore, enabling them to achieve better 

results. 

Some authors identify the characteristic of the TQM of science-based as Mana-

gement-by-fact, referring to the emphasis in which the decision-making is based on 

evidences, driven by data and objective information. This includes, therefore, a focus 

on the implementation and monitoring of specific performance indicators (Easton & 

Jarrell, 1998). 

Under the premise that there are no excellent companies with poor results, the 

Mondragon Corporation implements a set of relevant indicators that allow them to 

evaluate their business results. Some of these indicators are: Cash flow, Profitability, 

Personnel expenses/Added value, Global index of customer satisfaction in direct 

measures, Total sales, Generation of cooperative employment, Investments, R&D 

expenses on sales, Sales of new products, Hours of training per person, Indicators 

derived from the ECO and the % of Absenteeism, among others (Corporación Mon-

dragón, 2012). 

As previously mentioned, the decision-making power in the cooperatives of the 

Mondragon Corporation is within its social base composed of the cooperative’s own 

workers-shareholders, given that the highest decision-making body of the business 

management is the assembly of shareholders (Piekielek, 2010). Therefore, the pro-

posals that are brought forward in the assembly must be based on arguments and 

evidence, therefore on claims of validity. By having a vote of equal weight all part-

ners, regardless of the capital that they contribute, the seniority or the position of res-

ponsibility they have, it prevents taking the decisions on claims of power (Habermas, 

2003). You must provide convincing arguments in the different decision-making 

bodies to prove the validity of the proposal and therefore winning the vote. The wor-

kers, being the ones who participate in the management, will not vote in favour of any 

business practice that will endanger their own jobs. 

Some authors, such as Elbanna, do not find evidence in their studies to claim that 

management participation increases the strategic planning effectiveness. For the 

author, it is necessary to analyse this relationship further, incorporating other varia-

bles of the context. As possible intervening variables, he points at the social-cultural 

context, as for example the fact of being considered as a symbol of weakness see-

king subordinates’ participation (Elbanna, 2008). 
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The scientific literature is already emphasizing the fact that to achieve the best 

results, in the implementation of the TQM, both the technical aspects and, in an 

indispensable way, the social and cultural aspects must be examined. Technical 

aspects are those that have to do with the design of the improvement mechanisms 

and their implementation, the control and management processes, the analysis mea-

sures and the tools used in the process. On the other hand, by social aspects we 

understand those that have to do with the human behaviour, such as the commitment 

of leaders, the quality of information and the focus on stakeholders (Black & Porter, 

1996). 

There is a strong interrelation between both aspects – technical and social – 

which means that if they are considered separately, the effectiveness of the imple-

mentation will be reduced. If the company has a flexible and open culture, which is 

oriented towards continuous improvement, and assumes a leadership and effective 

management of human resources, all these factors impact their results linked to 

customers, other people, society and ultimately, their profits. But this effect increases 

when the organizational culture, leadership and participation of people are within the 

core processes that the organization develops such as the control of the alliances 

with suppliers and other companies, and in the efficient management of organizatio-

nal resources (Calvo-Mora et al., 2014). 

The scientific literature has already explored the confluence of social and techni-

cal factors in the case of Mondragon. This organization is based on a strong organi-

zational culture that has democratic and social values established in the cooperative 

from its beginnings through a strong leadership by Jose Maria Arizmendiarrieta, the 

founder of the cooperatives of the group, and his disciples. Other authors, such as 

Forcadell, have already explored how Mondragon’s democratic participation measu-

res are based on a shared democratic culture and on civic values such as trust, res-

ponsibility and respect. If we saw before that having a flexible and dynamic culture 

was one of the factors that allowed improving the results, according to this author, 

Mondragon cooperatives are characterised not only by their growth but also by their 

innovation and dynamism (Forcadell, 2005; Gallego-Bono & Chaves-Avila, 2016). 

Some studies have already shown how, for problem-solving teams to be suc-

cessful and that the conclusions drawn from them can be translated into actions 

within the organization, the involvement of all people, especially those who are in the 

highest positions the hierarchy, must be achieved. These people in key positions 

within the organisation must be actively involved (Wruck, & Jensen, 1994). 

The implication of the workers within the cooperatives is higher because they are, 

at the same time, the owners of that company. This also improves the quality of the 

information given that there are owners of the company at all levels of the hierarchy. 

In the cooperatives of the Mondragon Corporation, a business culture has been 
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created where workers are willing to participate and where managers and leaders of 

the organization expect them to participate (Campbell, 2011). 

The participation of workers within the business organization reduces the possibi-

lity of social conflicts within it. Furthermore, it generates a better work environment 

that allows for better industrial relations, which reduces spending on supervision and 

increases the commitment of workers (Bartlett et al., 1992). Cooperatives benefit 

from the participation and involvement of all workers; therefore, they can have similar 

or higher productivity levels than traditional companies (Doucouliagos, 1995; Arando 

et al., 2015). 

The fact that, in the associated worker cooperatives, the workers participate in the 

ownership and in the profits eliminates the typical conflict that exists between the 

interests of the owners and those of the employees of the traditional companies. To 

mitigate the impact of this conflict, incentive mechanisms and hierarchical supervision 

are usually used, which are very costly. Therefore, in the associated work cooperati-

ves there are mechanisms to regulate the work effort much more effective than in 

other types of companies where workers are not shareholders (Burdín & Dean, 

2008). Thus, Mondragon’s assembly mechanisms allow, on the one hand, the crea-

tion of a control on the part of all cooperative workers-shareholders so that these 

agreements are fulfilled, and on the other hand, that beneficial agreements are rea-

ched for all workers and their environment, and not only for capital shareholders or 

senior managers. 

Mondragon Corporation has objectives related both to business excellence and to 

community goals. Thus, within the management model of the corporation we find 

both aspects reflected. Mondragon aims at being an excellent company through the 

socio-entrepreneurial results but founded on a solid base of basic cooperative princi-

ples and people in cooperation through its participative organization and a sense of 

joint project (Corporación Mondragón, 2012). This aspect allows improving the envi-

ronment where the company is established instead of exploiting its resources 

(Johnstone & Lionais, 2004). 

Due to specific characteristics of the MMM that allow not only a better business 

efficiency and a life quality improvement for working people, but also the creation of a 

social benefit that is implemented in the territory where they operate. It is because of 

these social and economic characteristics that the practices promoted by the MMM 

can go beyond the organizational practices of the TQM. 

It has already been shown that the implementation of TQM, involving workers in 

decision-making, makes them have safer and more desirable jobs. Therefore, 

although the salaries are equivalent to those of the competition, it can be said that 

the workers receive the same salary for a more desirable job (Wruck, & Jensen, 
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1994). The improvement of working conditions and the satisfaction of workers gene-

rates greater productivity, increases the surplus value that in the traditional compa-

nies, and benefits the people who are owners of the capital. In the workers cooperati-

ves, because the workers themselves are those who decide, they will not take any 

decision that goes against their interests, and therefore more desirable companies 

will be created, while guaranteeing the generation of policies of securing employment 

and sustainability of the company. 

The Mondragon Corporation has proven that cooperatives can operate on a large 

scale, being competitive in the current markets while being democratic organizations 

(Agirre et al., 2015) and creating a structure that generates sustainable employment 

(Johnson, 2017). Although the conditions of the Mondragon experience are described 

as unique due to the social and historical context in which it emerges, some authors 

have identified the experience of Mondragon as transferable to other organizations if 

those organisations are willing to implement the actions that are being successful in 

the cooperatives (Flecha & Ngai, 2014; Flecha & Santa Cruz, 2011; Forcadell, 2005). 

 

 

 

3. Methodology 

Two case studies in two cooperatives belonging to the Mondragon Corporation 

will be presented in this paper: the cooperative group ULMA and the Cooperative 

MAIER. ULMA is a cooperative group formed by different business initiatives – 

ULMA, ENARA, etc. –, mainly from the industry and construction sectors. Maier 

cooperative is specialized in automotive-oriented design and appliances and is made 

up of Maier, the Technology Centre (MTC) and Ferroplast. 

For these two case studies, the Communicative Methodology has been used 

(Gómez et al., 2019). The only research project in Socioeconomic Sciences that the 

European Commission has included in the list of the 10 success stories in research 

from the Framework Programme 6 (FP6) research projects has used this methodo-

logy. This is the INCLUD-ED project (CREA, 2006-2011) of the FP6, which has iden-

tified successful actions also in the economic and cooperative dimensions. 

This article is part of a bigger research, in which several research techniques 

have been used, such as the review of documents related to the two cooperatives, 

the analysis of the economic accounts for the period 2007-2012, and from semi- 

-structured interviews to eight people linked to the ULMA Group and to 6 people lin-

ked to Maier. Table 1 displays the profile of the workers-shareholders interviewed 
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and the codification corresponding to each of them, to preserve the confidentiality of 

the data. 

 

Table 1. Participants 

 

Participant Code 

MAIER 

Manager related to HR Maier S. Coop EDMY1 

MTC worker ETHY2 

Shareholder of Maier S. Coop., Governing Board Member and member of the MTC EDHY3 

Governing Board Member 

(previously: social council member, secretary) 

ETMY4 

Shareholder, young woman, engineer ETMY5 

Shareholder, workshop worker ETHY6 

ULMA 

Manager related to HR and the presidency of ULMA Constructions GDHU1 

Shareholder, delegate EDHU2 

Shareholder, woman, management position (Asia Pacific) EDMU3 

Sharehoder, woman, former social counselor, administrative ETMU4 

Shareholder, Governing Board Member, and Production Systems technician EDHU5 

Shareholder, Former Rector Counsellor and Collaborator of Lantegi EDHU6 

Shareholder, Social Counsellor and manufacturing technician EDHU7 

Manager related to HR — 

 

 

 

 

4. Results 

As we have shown before, the particularity of the MMM is based on the fact that 

from a business practice, and especially from how it is managed, it allows not only to 

obtain a high economic return but also it generates an improvement in the social 

environment where it is established, as has been shown by previous studies (more 

recently, Schlemer et al., 2018). Furthermore, it has been possible to see how the 

two cooperative experiences analysed go in line with the philosophy of Mondragon in 
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its orientation towards the improvement of the social environment. The business 

practices of the cooperatives that follow the model of Mondragon will necessarily be 

aimed at creating as many stable and quality jobs as possible. This differs from other 

practices of traditional companies where the goal is maximizing value for sharehol-

ders. 

Since cooperative employment is more emancipatory than wage-employment, 

cooperatives try to create the maximum number of jobs of this kind. For example, the 

members of the Maier cooperative, in 2008, decided turning into a cooperative Maier 

Ferroplast, the subsidiary company purchased in 1991, and located in Galicia. Being 

in a different autonomous community than the parent company, meant that there 

where different cooperatives regulations. The cooperative regulation in Galicia did not 

contemplate the mixed cooperative as a legal form and for this reason the reformula-

tion of the law in Galicia was negotiated with the regional government. The final deci-

sion of turning into a cooperative the subsidiary was in the hands of its workers in 

Galicia, which, in 2012, voted in favour of becoming a cooperative with 80% of the 

votes in favour. But, the willingness to offer this transformation process came directly 

from the members of the parent cooperative, even though this would imply a reduc-

tion of their direct benefits. 

Of course, the more partners there are, the more they share, the less they get. 

(...) The majority evidently is aware that a cooperative is for that, so that we all get a 

little more shared with everybody. Accumulating in the hands of a few is not the basis 

of a cooperative, this is clear (ETMY4). 

The concern for socio-environmental conditions is what leads Mondragon com-

panies to have a narrow salary range. The salaries of people in the less qualified 

categories are slightly higher than those usually paid in the same region with the 

same professional category, while the salaries of the most qualified people are 

usually below than those paid in the labour market (GDHU1, ETHY2). For this rea-

son, in the cooperatives of ULMA and Maier, there is a salary ratio between the 

lowest and the highest payed positions, consistent with the salary solidarity of the 

MMM, at 1: 6. That means that the highest salary is only 6 times higher than the 

lowest salary received at these cooperatives. Thus, this salary received is enough to 

provide a decent quality of life. In addition, people at the top of the cooperatives who 

receive a salary that is lower for what the market dictates feel they contribute to the 

creation of more jobs and therefore the quality of life of the social environment, and 

with it, overcoming socio-economic inequalities in the region. 

Much of the economic success of cooperatives lies precisely in the values on 

which they are based. In Maier, it is emphasized that the sense that people give to 

their employment in a company with values, in which personal relationships are 

strengthened, serves as an attractive and retention element for talents (ETHY2; 
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ETMY4). In ULMA they consider that the period of economic boom has meant a rela-

xation of the values of effort and solidarity, and that it affected negatively their com-

petitiveness. It was necessary to reactivate these values during the economic crisis, 

because they consider that solidarity and competitiveness are two related factors in 

the measures that were taken by the company (GDHU1). 

A competent worker is one who can respond to the needs of the company, and to 

take responsibility for them (Brunet & Böcker, 2014). Social and economic excellence 

is possible thanks to the participation of all workers in the capital, in the profits and in 

the management of the company. A person who participates in the decision-making 

process will feel more identified with the company and therefore, will be more com-

petent in its workplace. But, for the participation to be successful, a set of conditions 

that are met in the successful Mondragon cooperatives is necessary. These condi-

tions are both technical and cultural. Technical conditions have to do with the mecha-

nisms with which the management is implemented. They are (1) the existence of a 

real possibility of participation by all the workers-shareholders in an egalitarian and 

non-hierarchical manner and (2) that this equality is accompanied by transparent and 

evidence-based information flow. Within cultural conditions, we find (1) the need for 

real involvement from all workers and leaders of the organization and (2) the exis-

tence of a sense of belonging to the company that has shared values and culture. 

Regarding the technical aspects, we find that the participation of workers is not 

limited only to representative bodies such as the Governing Board and the Social 

Council, but it also includes people in the most essential decision-making processes, 

such as the internationalisation, the palliative measures of the crisis, such as the 

reduction of salaries or the elaboration of strategic plans (EDHY3). Participation in 

the different representative bodies is part of the work of the workers-shareholders 

(EDHU5), which means that the participation of the workers is around 80-90% 

(ETMY4). All this allows a more continuous, deep and equal participation than in the 

case of problem-solving teams. 

In addition, given that the workers-shareholders are the ones who have the capa-

city to decide on actions of great relevance for the cooperative in the cooperative 

assembly, there is a great fluidity of information related to fundamental issues 

(ETHY2), and that it is well founded in evidence, so that even people with less quali-

fications are able to vote the most beneficial strategic option for the company. 

Due to the cooperatives’ system of information flow, both bottom up and top 

down, all workers knew the economic situation and the numbers through the councils 

[organs of participation of the cooperative]; then the measures presented by the 

Governing Board were coherent and did not surprise anyone (ETMU4). 
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This brings us to the conditions that we previously claimed as being cultural. The 

fact that the workers are the owners and that they are also allowed to participate in 

the decision-making process, exceeds the conceptions in which the interests of the 

workers are in opposition to the employer towards one where the workers themselves 

are the ones involve in the management of the company and its decisions. In gene-

ral, all workers want the company to move forward because the company is also 

theirs. They feel the company as their own, their job and future depend on it, and in 

some cases, the jobs and future of their children, too. 

In addition, both cooperatives have a willingness to improve their social environ-

ment. It is precisely this business objective one of the hallmarks of the organization 

that generates in people the feeling of belonging to a joint project, with values that 

are consistent with their own. 

Another of the aspects that highlight several different people interviewed in the 

cooperatives, another aspect that builds a cooperative feeling consistent with the 

company is the fact of having confronted collectively adverse situations and having 

overcome them from the collective effort (ULMA, sfa, Unzurrunzaga ULMA, sfa). As 

they explain to us: 

because in the end if you think that this is really yours, also that your opinion 

counts, and yes at least you are heard and what you say, the level of involvement 

and the level of sacrifice that you are willing to take for something that is yours is 

higher than anywhere else (EDHY3). 

The shared cooperative culture and values are fundamental to determine partici-

pation and involvement in the cooperative. For this reason, in cooperatives such as 

Maier, special emphasis is placed on educating the values and the cooperative cul-

ture. Considering that many people enter the company without knowing that they are 

working for an associated work cooperative and that they can become a member, in 

the cooperative they have specially developed the reception of new staff so that they 

can get to know about this dimension of the company. 

 

 

 

5. Conclusions 

The evidence provided in this paper shows that when Mondragon Corporation 

included the TQM philosophy in the management model of its cooperatives it did so 

by adapting it to the specific cooperative values and features related to workers parti-

cipation and democracy. This fact has allowed the Corporation to maintain its com-
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petitiveness and success, and it has maintained itself within the most valuable coope-

ratives in the world. At the same time, the cooperatives’ focus on the social environ-

ment has shown that the cooperative model it promotes is a useful tool to fight 

poverty and social exclusion. In this respect, the data regarding Alto Deba region, 

which is the headquarters of the Mondragon Corporation, presents some of the best 

socio-economic indicators in the entire Basque Country Autonomous Community, in 

Spain. Thus, it makes a case for this business model, which is democratic and based 

on cooperative values, to be implemented in other contexts to fight poverty and social 

exclusion and achieve economic success at the same time. 

We found in the MMM some characteristics such as those mentioned in our 

study, which can be implemented in other companies, whether cooperative or not, to 

increase the involvement of workers and in the same sense, increase the efficiency 

of the company. As explained by a directive of the ULMA cooperative, the attractive-

ness of the ULMA cooperative model can serve to extend the model. 

I have not seen any company that has not liked the operation and organization of 

ULMA; that is, when they have seen how it was and how it worked: with participation, 

equity, breaking barriers, with transparency of information, putting into practice the 

values of the cooperative (EDMU3). 

Despite this fact, there are some difficulties in exporting the model in contexts 

where cooperative values do not exist, as well as the implementation of the MMM in 

those subsidiaries under the legal form of a mixed cooperative. Bretos et al. (2018) 

have found that internationalisation and transferability of cooperative model to subsi-

diaries has placed a big pressure on the MMM and the TQM practices within the cor-

poration, and this issue should be studied further. On the contrary, investigations that 

take as an example ULMA, Maier among others (Flecha & Ngai, 2014) demonstrate 

how these cooperatives seek ways to implement mechanisms for participation and 

implementation of the MMM in their subsidiary companies. For these reasons, it is 

necessary to continue exploring in future research the real possibilities of exporting 

the model in other companies, whether cooperatives or not. 
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