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Recognising the urgency of structured leadership transitions, this
whitepaper highlights key challenges, including political influence,
governance gaps, and the absence of a systematic leadership
pipeline. Drawing upon scholarly research and contributions from
AKEPT, it underscores the necessity of a robust, merit-based
selection process and competency-driven leadership
development framework to future-proof Malaysian HEPs.
Strengthening governance through transparent selection criteria,
data-driven leadership evaluations, and a structured talent

pipeline will ensure a sustainable leadership transition model.
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