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Introduction: 
Gustavo MANSO (2017), in his article “Creating incentives for innovation”, present strong arguments and evidence on how companies can encourage or discourage innovation with their organisation culture and business behaviour. This article also provides important exploration on how different incentive methods influence employees’ decisions on how innovative they could be.  Another very important point discussed is how positive or negative innovation results can be rewarded by companies (Manso, 2017). 
This article is based on both experimental evidence and probability theory, it does present new data and theoretical arguments throughout his lines. The main purpose of this article is to clarify innovation aspects, drivers and possible outcomes from both employees and organisations perspectives. This subject has been researched by other scholars like Alexander Brem, joe Tidd (2019) in their book Managing innovation, also in the Oxford handbook of creativity, innovation and entrepreneurship. 
Body:
The author has focused his research into six major parts discussing numerous aspects of innovation mainly in the business world. He has gone from innovation drivers to its outcomes and results, there has been a deep discussion about how companies love innovation but find it difficult to implement to their culture facing most of the time difficulties from their employees. In 2017 a poll of over a 1300 CEO’s from different parts of the world have shown that innovation is the aspect the most want to strengthen. One of the main issues standing on the way of innovation is that managers tend to use conventional methods that offer foreseeable results instead of trying new innovative methods that could be more efficient or fail. The article has also discussed how compensation schemes that reward short term results discourage innovation because they do not let managers take risks and experiment new more effective practices and methods, meanwhile new designed compensation plans depending on the nature of the job profile and industry sector are much better.  
A fact everyone know in the business world is that if you pay your employees on an hourly base or on a monthly salary, they will only put in the minimum effort required to keep their positions, money is most of the times the driver of innovation and extra efforts, this is basically where the author is coming from in his first section “Incentive schemes and productivity”. This section has discussed good points that some scholars have agreed on, Ken Gibson for instance in his article “Can rewards drive greater creativity” has shown the role of incentives in boosting creativity and innovation inside any organisation (Gibson, 2017). 
To prove and examine how crafting incentive plans for managers and employees whose jobs involve open-ended creative tasks is a successful plan, the author has applied a decision-modelling method taken from probability theory called the bandit problem. He has also built a model based on a bandit problem with two participants to study how organisations can create incentives for innovation. Collecting his results, the author has come out to a conclusion that if an employee is given enough time to be creative and innovate, he will have more opportunities to use what he learnt from his experimentations.

Now that the writer has proved some important points discussed earlier in the review, he’ll look at innovation consequences for both firms and employees. Positive or negative, these consequences can go as far as getting the company bankrupt or the employee jobless. At this stage, there must be results and failing is not a tolerated choice. If we look closely here, the very first question that could rises is “Is it worth it?”. In my opinion, innovation is another word for risk, and risk should be calculated and not suicidal, what means that sometime some SME could exploit conventional successful methods better than diving into innovation with no guarantees. 

The author has also addressed some of the serious internal issues that innovation could face, independent boards and shareholders. Nobody can deny their influence on decision making within the company, for instance If independent directors put pressure on executives to improve short-term financial results and avoid taking risk, they may be creating disincentives for innovation, and that could lead their employees back to following the crowd theory. 
Sometimes shareholders get the feeling that managers could be acting in their best interests or to satisfy some of their personal needs using the company funds and that could lead to court accusing them of breaking their fiduciary responsibilities. Shareholders are most of the time looking for financial profit, innovation exhaust a very important share of profit especially because there is no guaranteed nor fixed date results. Sometime all the effort and budget put in an innovative process could end up with very low benefits for the company or completely go down the flush.  

[bookmark: _GoBack]The section experimental evidence on motivating innovation is completely based on the author own research and experiments, he researched for evidence proving that acceptance of early failure and reward for long term success motivates innovation. Evidently, the experiment found that participants under exploration incentive schemes, which tolerate early failure and reward long term success, are more likely to explore new strategies than those in fixed wage and traditional pay for performance incentive schemes. Moreover, the threat of termination can weaken opportunities for innovation, but Golden parachutes alleviate these innovation reducing consequences. 
Conclusion: 
To sum up this review, it is necessary to recognise first the added value of this research and its findings to the existing literature since Gustavo Manso conducted some original experiments and came up with new original contribution and conclusions. One of the very few downs of this research is that the author sometimes generalised his arguments on all sectors and didn’t specify on which business sector his findings could be applied, also he ignored SME on some parts of the research like for instance when he was describing innovation disincentives, he focused more on public organisations that have independent boards and shareholders.
Although this article has provided us with a wide understanding of the various incentives for innovation, many other aspects are yet to be researched like for instance how it could be implemented in the company culture, or how could companies chose the right profile to lead their innovation project.
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