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1.   e-Commerce,		
2.   Online	Media,		
3.   Online	Travel,		
4.   Ride	Hailing	grew	at	an	

unprecedented	rate.		

e-Conomy SEA 2018: S 
outheast Asia's internet economy 

hits an inflection point 

grew	at	an	
unprecedented	

rate.		





When the Why is CLEAR, the How is EASY 



If you can’t 
explain it 
SIMPLY, You 
don’t 
understand it 
well enough 
Albert einstein 







IT’S A HUGE POTENTIAL MARKET ! 
 
 

Gadget is like a Bridge to reach 
Customer NOW & FUTURE ! 



Cu?ng	of	Process	&	Delivery	



65% <5 35% 
Of	Core	job	skills	will	
change	by	2020	

Shelf	life	of	skills	do	not	
exceed	5	years	

Of	primary	school	
children	will	work	in	
jobs	that	don’t	exist	
today	

Stanford	
business	



It’s getting harder and harder to make new ideas, 
and the economy is more or less compensating for 
that. The only way we’ve been able to roughly 
maintain growth is to throw more and more scientists 
at it. 
Nicholas Bloom 

UNLEAR
N ERA 



Teknis Inovasi digital & bagaimana trend nya? 

DISADARI DIPAHAMI DI 
EKSPLORASI 

Seamless 
Connected 

& 
Addicted 



Great sample from India 
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Don’t start a technology conversation or strategy thinking about 
technology itself but the consumer problem you intend to solve 

 



The sole purpose of technology should be 
to “simplify” consumer’s life and not 

complicate it 
COMPLEXCITY	 SIMPLICITY	





“Even if the Fare increases, You still pay Only The Locked Fare” 



“Don’t Pay, if  You Don’t Stay” 



The Facts 





•  Ernst & 
Young 

•  Google 
•  Virgin 

Media 
•  Starbuck 
•  Hilton 
•  Apple 
•  Microsoft 
•  PWC 
•  Intel 

Looking for The ‘Out 
Standing’ Staff 
& Cutting the 
Complexity 



Competition shifting to direct collaboration across the Fintech ecosystem.  
In such case, both parties should profit.  



Competition shifting to direct collaboration across the Fintech ecosystem. In such 
case, both parties should profit.  

IT Security 

Regulatory Uncertainty 

Differences in 
management & culture 

Differences in 
operational Process 



ZOPA UK 





ZOPA US 
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5 Tips Leadership style
in Digital Era



Maintaining and 
coasting lead to 

tenure.  
Is tenure your goal?  

To shift to a creating 
mindset, build a 

creative culture in your 
organization.  

Support your own and others’ 
passions, celebrate new ideas, 

encourage autonomy, and 
minimize hierarchy.  

•  Be opportunistic:  
•  Say “yes” to new ideas for opportunities everywhere.  
•  Being a creative leader, can create a transformative culture. 

MAINTAINING TO CREATING 



DIRECTING TO CONNECTING 

Connecting, 
involves & getting to 
know someone so 
that you can help 
them achieve their 
goals. 

Requirement for Leaders  
•  Must be humble and other-focused.  
•  Opens doors for others to talk to them  
•  Doesn’t interrupt  
•  Putting a lot of effort into getting to know and understand others. 
•  Encourage others and let them know you believe in them. 

Directing is a 
top-down approach 
to leadership: You tell 
others what to do, 
and they follow your 
instructions.  



FROM UNIFORMITY TO DIVERSITY 

SHIFT  A DIVERSITY MINDSET CULTURAL 
•  Create a culture of sharing knowledge and 

ideas.  
•  Attracting people with different viewpoints.  
•  Disagreement and conflict, be your 

organization’s back- bone.  
•  Diversity fills in gaps in knowledge, 

perspective, and experience 

“Many leaders 
are used to 
having teams of 
people who are 
exactly like 
them.”  



Trained leaders to Transformational 
Leaders 

Trained	leaders	
know	the	ins	and	
outs	of	leadership	
because	they’ve	
learned		
how	to	lead	
intellectually.		

TransformaIonal	
leaders	know	why	
they	lead,	love		
the	people	they	lead,	
and	want	to	

inspire	others.		

They’re	
leaders	
with	a	
mission.		

TransformaIon
al	leader,	They	
see	things	
others	don’t	
see	

As a transformational leader, you must first go through the 
transformation yourself so that you know what your followers 

are getting into and how to guide them through it.  



FUTURE ORGANIZATION 

•  Global	Mobility	
•  SMALL	TEAM	in	

huge	Numbers	
•  VIRTUAL	

Workflow	

•  LEAN	Structure	
•  FAST	AdaptaTon	
•  InnovaTon	

Culture	

•  From	Profit	focused	
to	WELFARE	
CREATION	

•  INTRAPRENEURAL	

•  INSPIRING	
LEADERSHIP	

•  INDUSTRY	ROLE	
MODELLING	

•  DIVERSITY	&	
EQUALITY	

•  SUCCESS	JOURNEY	
•  LEARNING	ORGANIZATION	
•  STORY	TELLING	



The	agility	challenge	
Wouter	Aghina:	Agility	has	always	been	important	for	companies.	Take	the	high-tech	
sector,	where	I’ve	done	most	of	my	work.	In	that	sector,	you’re	oRen	only	as	good	as	your	
last	product.	That	means	you	have	to	be	agile.	Now,	having	said	that,	you	could	think,	“I’m	
not	in	the	high-tech	sector,	so	that’s	less	relevant	for	me.”	But	with	today’s	levels	of	
uncertainty,	ambiguity,	volaIlity	in	the	markets,	and	globalizaIon,	this	is	starIng	to	be	true	
for	any	company.	It’s	criIcal	to	be	agile	and	quickly	respond	to	change	and	actually	benefit	
from	change.	And	if	you	think	that	you’re	sIll	in	a	corner	where	this	doesn’t	hold	true,	wait	
for	the	disrupIon	to	come.	Tomorrow	it	will	be	relevant	for	you.	
	
Play	Video	
Video	
Wouter	Aghina	stresses	the	importance	of	agility.	
But	for	big,	successful	companies—now	or	in	the	past—it’s	very	difficult	to	get	agile.	Those	
companies	have	a	legacy.	They	have	grown,	and	most	of	them	have	been	successful	by	
actually	using	what	we	call	a	managerial	hierarchy—a	classical	way	of	managing	from	the	
top	down,	with	jobs,	with	boxes	and	lines	and	structures	and	process	descripIons,	running	
and	controlling	the	company	from	the	top.	And	now,	when	they	try	and	put	some	
experiments	in	place	to	be	more	agile,	to	give	more	space	to	people,	to	allow	them	to	be	
more	flexible,	what	happens?	Well,	when	you	are	a	leader	and	for	20	years	you	have	been	
in	a	managerial	hierarchy,	what	do	you	do	when	you	really	get	fearful	and	uncertain?	You	
go	back	to	what’s	worked	in	the	past.	You	exert	control,	add	things,	add	rules,	add	
processes,	add	structure.	
	
What	you	should	do	is	actually	a	real	act	of	leadership:	you	have	to	take	things	away.	You	
have	to	reduce	the	structure,	the	processes.	But	that’s	really	difficult.	It’s	much	easier	and	
more	comfortable	to	add	things	because	that	gives	you	a,	maybe	false,	sense	of	control.	
	
Aaron	De	Smet:	Imagine	a	spectrum:	on	one	end,	fast,	nimble,	agile;	on	the	other	end,	
stable,	slow,	efficient,	more	centralized.	Many	large	companies	try	to	find	where	they	want	
to	be	on	the	spectrum.	And	that’s	the	wrong	way	to	think	about	it.	You	need	to	be	both.	
You	need	stability	and	this	dynamic	capability.	
	
If	you	just	move	fast	and	you	go	away	from	stability—losing	any	sense	of	centralizaIon	or	
quality	control	or	risk	management	or	the	ability	to	capture	economics	of	scale—what	you	
find	are	these	$10	billion	or	$20	billion	companies	that	are	trying	to	act	like	a	start-up.	And	
it	doesn’t	work.	They	get	into	all	kinds	of	problems.	They	don’t	take	advantage	of	their	
scale.	They	take	unnecessary	risks.	Way	too	many	decisions	are	decentralized.	People	are	
reinvenIng	the	wheel.	Now,	it	could	work	if	you’ve	got	20	people	in	a	garage,	but,	without	
that	stability,	it	will	not	work	on	a	global	scale.	
	
On	the	other	hand,	you	have	people	who	swing	the	pendulum	the	other	way	and	they	
become	very	slow,	very	rigid,	very	bureaucraIc.	And	they	quickly	get	stuck	because	they	
can’t	move	fast	enough	to	keep	up	with	changes	in	their	external	environment.	
	
The	criIcal	thing	is	to	have	an	organizaIon	and,	importantly,	leaders	who	can	think	about	
that	backbone	of	the	organizaIon—the	few	criIcal	things	that	won’t	change,	at	least	not	
very	much,	not	very	quickly—that	the	company	can	use	as	stable	foundaIon	and	
springboard.	A	hardware	and	operaIng	system,	if	you	will.	
	
	
Would	you	like	to	learn	more	about	our	OrganizaIon	PracIce?	
Visit	our	OrganizaIon	page	
The	keys	to	greater	agility	
Aaron	De	Smet:	There	are	lots	of	great,	creaIve,	cuang-edge	high-tech	companies	that	are	
agile.	Most	aren’t,	but	there	are	few.	And	those	are	always	held	up,	and	people	say,	“Well,	
we	can’t	be	like	Apple.”	Well,	you	don’t	need	to	be.	The	research	we’ve	done	shows	that	
there	are	lots	of	agile	companies—large,	medium,	and	small—in	all	industries,	some	of	
them	very	tradiIonal.	(For	more	on	McKinsey’s	research	into	the	benefits	of	marrying	
agility	with	stability,	see	“Why	agility	pays.”)	
	
So,	a	few	principles	for	how	to	be	agile.	The	first	is,	set	the	company	up	in	a	way	that	
acknowledges	both	stability	and	dynamic	capability,	including	some	things	that	we	may	not	
yet	know	that	we	need.	And	do	that	across	three	dimensions	of	how	you	set	up	the	
organizaIon:	be	both	stable	and	dynamic	on	structure,	process,	and	people.	
	
A	lot	of	people,	when	they	think	of	how	they	design	the	organizaIon,	immediately	
gravitate	toward	the	management	hierarchy—the	lines	and	boxes.	But	that’s	just	one	small	
element	of	how	you	set	up	the	organizaIon.	Structure	also	includes	governance	and	how	
you	set	up	which	commifees	can	approve	things	and	make	which	decisions	and	which	
authoriIes	get	delegated	and	what	is	contained	in	a	role	and	what	people	get	to	decide.	
This	is	all	part	of	the	structure.	
	
Play	Video	
Video	
Aaron	De	Smet	discusses	developing	appropriate	metrics.	
Processes	are	extremely	important,	which	is:	How	does	it	work?	What	are	the	acIviIes	
that,	when	you	string	them	together	in	a	parIcular	way,	add	value?	And	what	are	the	
decisions	that	are	made	along	that	chain	of	acIviIes?	Who	makes	them?	How	do	they	get	
measured?	This	is	one	of	the	most	important	things.	
	
When	we	develop	metrics	for	an	organizaIon	and	set	targets	and	objecIves,	we	find	that	
most	organizaIons—if	they	think	they	do	it	well—the	way	they	do	it	is	they	cascade	it	
down	the	management	hierarchy.	That’s	OK,	but	if	that’s	all	you	do,	you	will	reinforce	
whatever	silos	you’ve	set	up	in	the	structure.	The	structural	silos	will	get	worse	because	at	
lower	levels	everybody’s	working	on	different	objecIves.	
	
A	befer	way	to	do	it,	or	at	least	a	way	to	complement	that	approach,	is	to	make	sure	
you’ve	idenIfied	key	metrics	in	a	process	and	to	make	sure	all	the	different	funcIons	or	
business	units	or	geographies	that	are	touching	that	decision	or	acIvity	share	the	same	
metrics	and	targets.	That	helps	immensely	with	collaboraIon.	
	
It’s	a	simple	thing	to	say;	it’s	not	an	easy	thing	to	do.	Most	systems	aren’t	set	up	to	do	it.	
But	if	you	can	idenIfy	the	key	value-adding	acIviIes	and	decisions—end-to-end,	all	the	
way	to	the	customer—line	up	decision	processes	separate	from	the	management	
hierarchy,	make	sure	those	are	measured	in	the	right	way	and	that	whoever	is	parIcipaIng	
in	those	acIviIes	and	decisions	share	in	the	objecIves	and	metrics,	the	problem	of	silos,	
which	most	companies	struggle	with,	gets	a	lot	easier.	
	
And	the	last	principle	is	around	people.	You	have	to	think	about	what’s	stable	and	what’s	
dynamic	when	it	comes	to	people.	Now,	one	of	the	things	that	can	be	very	dynamic	with	
people	is	reallocaIng	resources—using	flexible	labor	or	temporary	labor.	There	are	lots	of	
things	you	can	do	that	are	very	fast.	But	there	are	a	few	things	that	are	oRen	very	stable	in	
how	you	set	up	your	people.	
	
One	of	them	is	culture.	Culture	takes	a	long	Ime	to	change;	it	takes	a	long	Ime	to	build	up	
a	healthy	culture.	And	it	requires	a	lot	of	thought.	So	an	organizaIon’s	culture	and	some	of	
the	key	competencies	and	capabiliIes	that	are	sources	of	disIncIveness	and	compeIIve	
advantage	are	things	that	typically	don’t	change	quickly.	And	when	you	see	companies	that	
are	very	agile,	they	typically	have	something	very	special	about	the	people	and	the	culture	
that	they’ve	built.	
	
Wouter	Aghina:	A	quesIon	on	the	mind	of	many	is	what	they	can	do	to	become	more	
agile.	There	are	three	domains	in	the	operaIng	model	that	we	have	found	are	very	
important	for	that:	process,	structure,	and	governance.	
	
Play	Video	
Video	
Wouter	Aghina	explains	his	keys	to	greater	agility.	
Governance,	for	us,	is	about	decision	making.	We	need	speed	in	decision	making,	but	why	
do	we	need	stability?	Well,	we	need	stability	to	make	good	decisions	but	also	to	get	fast	
decision	making.	What	has	to	be	stable,	for	instance,	is	that	you	have	empowered	the	
people	lower	down	in	your	organizaIon	with	a	clear	mandate	that	they	can	take	the	
decisions	that	they	should	be	taking	close	to	the	customer.	That	has	to	be	clear	and	it	has	
to	be	a	stable	element	of	your	operaIng	model.	
	
Now,	let’s	have	a	look	at	structure.	What	we	see	agile	companies	do	is	they	don’t	change	
at	all	very	much	the	main	way	they	structure	their	company.	Agile	companies	tend	to	keep	
the	primary	and	secondary	axis	of	their	organizaIon	structure	prefy	constant	so	that	
people	have	a	clear	home—it’s	clear	to	them	where	they	belong,	where	they	build	up	
experIse.	On	top	of	that,	they	provide	mechanisms	for	quickly	assembling	teams	with	the	
right	talent	to	address	the	challenges	and	opportuniIes	that	are	coming	up.	
	
They’ve	found	a	way	to	very	quickly	reallocate	their	people	while	keeping	the	structure—
the	main	structure—quite	constant.	So,	again,	it’s	this	combinaIon	of	speed,	flexibility,	a	
dynamic	model	in	a	stable	frame	that	actually	gives	you	true	agility.	
	
About	the	author(s)	



Established	companies	oRen	struggle	to	become	more	dynamic	BUT	its	not	
impossible		(Mc	Kinsey)	

Big Organization 
but More Dynamic 



Thank You 


