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ކޭސް

ކރޮަޕޝްަނަށް މގަފުހަވިާގތޮށަް ނަސަންދުރަ ޕލެސަް ހޮޓލެް 50 އހަރަު ދުވހަުގެ މއުްދަތށަް ކއުްޔަށް ދފީއަވިާ މއަްސަލަ

މި މައްސަލަ އަކީ ނަސަންދުރަ ޕެލަސް ހޮޓެލް ޤާނޫނާ ޚިލާފަށް އަމިއްލަ ފަރާތަކަށް ދިގުމުއްދަތަކަށް ކުއްޔަށް ދީފައިވާކަމަށް ތުހުމަތު 

މައްސަލައެކެވެ.  ބަލާފައިވާ  އިސްނެގުމަށް  އަމިއްލަ  ކޮމިޝަންގެ  ފެނިގެން  ކޮމިޝަނަށް  އެންޓި-ކޮރަޕްޝަން  ކުރެވޭތީ، 

މިމައްސަލައިގެ ތަޙްޤީޤަށް ފާހަގަކުރެވުނު ކަންތައްތަކަށް ބަލާއިރު، ކުރިން ނަސަންދުރަ ޕެލަސް ހޮޓެލް ހިންގުމަށް، އެ ބިމުގެ ލީސްހޯލްޑް 

ނޑަކަށް 02 އަހަރު ބާކީ އޮއްވައި،  ރައިޓްސް ގަނެފައިވާ ޕްރައިވެޓް ކުންފުންޏާއެކު ހަދާފައިވާ އެއްބަސްވުމުގެ މުއްދަތު ހަމަވުމަށް ގާތްގަ

“ޑީޑް އޮފް ޓަރމިނޭޝަން” އެއްގެ ދަށުން އެ  އެއްބަސްވުން އުވާލައި، ކުރިން ނަސަންދުރަ ޕެލަސް ހޮޓެލް ހިންގި ބިމާއި، އެބިމާ 

އިންވެގެން އޮތް 26 ނަންބަރު ކޮށްޓާއެކު އެ ހޮޓާ ތަރައްޤީކޮށް ހިންގުމުގެ މަސައްކަތް ޓޫރިޒަމް މިނިސްޓްރީން އެމް.އެމް.ޕީ.އާރު.ސީއަށް 

އެ ދެ ބިން ކުއްޔަށްދޫކުރުމުން އެމް.އެމް.ޕީ.އާރް.ސީން ހަމަ އިސްވެދެންނެވުނު ޕްރައިވެޓް ކުންފުންޏަށް އެ ބިމުގެ ލީސްހޯލްޑް ރައިޓްސް 

ވިއްކާލާފައިވާކަން އެނގެން އޮވެއެވެ.

ނަސަންދުރަ ޕެލަސް ހޮޓަލް ރީޑިވެލޮޕްކޮށް ހިންގުމަށް އެމް.އެމް.ޕީ.އާރް.ސީ އާ ޙަވާލުކޮށްފައިވަނީ ޤާނޫނު ނަންބަރު 2/99 )ދިވެހިރާއްޖޭގެ 

ހޮޓަލް  ޕެލަސް  އަދި ނަސަންދުރަ  ފާހަގަކުރެވެއެވެ.  ނުލައިކަން  އިޢުލާންކުރުމަކާ  ޚިލާފަށް  މާއްދާއާ  ވަނަ  ގެ 5  ޤާނޫނު(  ޓޫރިޒަމާބެހޭ 

ތަރައްޤީކޮށް ހިންގުމަށް މިނިސްޓްރީ އޮފް ޓޫރިޒަމުން އެމް.އެމް.ޕީ.އާރް.ސީ އާ ޙަވާލުކުރިއިރު، އެކުއިޒިޝަން ކޮސްޓްގެ ގޮތުގައި އެއްވެސް 

ފައިސާއެއް އެމް.އެމް.ޕީ.އާރް.ސީ އިން ނަގާފައެއް ނުވެއެވެ.

ނަސަންދުރަ ޕެލަސް ހޮޓަލް ހިންގުމަށް ޕްރައިވެޓް ކުންފުންޏަކާއެކު ވެފައިވާ އެއްބަސްވުން ނިމުމަކަށް ގެނައުމުގެ ބަދަލުގައި، “ޓޫރިސްޓް 

މުއްދަތު  އެއްބަސްވުމުގެ  އެއްގޮތަށް  މާއްދާއާ  ވަނަ   11 ގެ  ގަވާއިދު”  ފީނެގުމާބެހޭ  އިތުރުކުރުމަށް  މުއްދަތު  ކުއްޔަށްދީފައިވާ  ރިޒޯޓް 

އިތުރުކުރިނަމަ ދައުލަތަށް 4,800,000.00$ )ހަތަރު މިލިއަން އަށްލައްކަ( އެމެރިކާ ޑޮލަރު ލިބޭނެކަން ތަޙްޤީޤަށް ވަނީ ފާހަގަކުރެވިފައެވެ. 

ގޮތުގައިވެސް  ކޮސްޓްގެ  އެކުއިޒިޝަން  އިން،  އެމް.އެމް.ޕީ.އާރް.ސީ  ވިއްކާލިއިރު  އެމް.އެމް.ޕީ.އާރު.ސީން  ރައިޓްސް  ލީސްހޯލްޑް  އަދި 

ފާހަގަ  ތަޙްޤީޤަށް  ގެއްލުންވެފައިވާކަން  ޑޮލަރު  )އަށްލައްކަ(  ދައުލަތަށް $800,000.00‎‏  ސަބަބުން  ނުވުމުގެ  ނަގާފައި  ފައިސާއެއް 

ކުރެވިފައިވެއެވެ.  ނަސަންދުރަ ޕެލަސް ހޮޓަލް، އެމް.އެމް.ޕީ.އާރ.ސީ އަށް ކުއްޔަށް ދޫކުރިކުރުމަކީ، ދައުލަތަށް ފައިދާ ލިބެންއޮތްކަމެއްގައި، 

އެފައިދާ ދައުލަތަށް ނުލިބޭގޮތަށް، ނުވަތަ ލިބެން އޮތް ފައިދާއަށް އުނިކަމެއް ލިބޭގޮތަކަށް، ކޮށްފައިވާ ޢަމަލެއްކަމަށް ފާހަގަކުރެވުނެވެ.

ދައުލަތުން ބޭނުންވީ، ނަސަންދުރަ ޕެލަސް ހޮޓަލް ހުރި ބިމާއި 26 ނަންބަރު ކޮށި ހިމެނޭ ގޮތަށް ހޮޓަލެއް ތަރައްޤީކުރުމަށްޓަކައި ސަރުކާރުން 

ބާއްވާ ބޮޑެތި ހަފްލާތަކާއި އިވެންޓްތައް ބޭއްވޭނެ ގޮތަކަށް ނަސަންދުރަ ޕެލަސް ހޮޓެލް ހުރި ބިން ތަރައްޤީ ކުރުމަށެވެ. އެހެން ކަމުން އެ 

ދެބިން އެއްކޮށްލައި ބީލަމުގެ އުޞޫލުން އެ މަސައްކަތްކޮށްދޭނެ ފަރާތެއް ހޯދައިގެން ކުރިޔަށްގެންދިޔަނަމަ، އެ ޕްރޮޖެކްޓުން ދައުލަތަށް ލިބޭ 

ފައިދާ ބޮޑުވާނެކަމުގައި ތަޙްޤީޤަށް ޤަބޫލުކުރެވެއެވެ.

މިމައްސަލާގައި ޤާނޫނު ނަންބަރު 2/2000 )ކޮރަޕްޝަން ހުއްޓުވުމާއި މަނާކުރުމުގެ ޤާނުނު( ގެ 12 ވަނަ މާއްދާއާއި 13ވަނަ މާއްދާގައި 

 13/2008 ނަންބަރު  ޤާނޫނު  ހުރުމުން،  ޤަރީނާ  ހެއްކާއި  މިންވަރަށް  ސާބިތުވާ  ހިންގާފައިވާކަން،  ޢަމަލެއް  ކޮރަޕްޝަނުގެ  ބުނާފަދަ 

)އެންޓިކޮރަޕްޝަން ކޮމިޝަނުގެ ޤާނޫނު( ގެ 25 ވަނަ މާއްދާގެ )ހ( ގެ 2 ވަނަ ނަންބަރުގެ ދަށުން އޭރުގެ ޓޫރިޒަމް މިނިސްޓަރުގެ 

ޕްރޮސިކިއުޓަރ  2018ގައި  މާރިޗު   06 ދަޢުވާކުރުމަށް،  މައްޗަށް  ޑިރެކްޓަރގެ  މެނޭޖިންގ  އޭރުގެ  އެމް.އެމް.ޕީ.އާރް.ސީގެ  މައްޗަށާއި 

އޮފީހަށް ވަނީ ފޮނުވާފައެވެ.  ޖެނެރަލްގެ 
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މއަްސަލއަާ ގޅުގިނެް އޞިްލާޙުކރުުމށަް އނެްގި އނެްގނުްތއަް

މި މއަްސަލަ މދެުވރެވިާން ދމިާވި ސަބބަު

ޕްރޮޖެކްޓްތައް  އެފަރާތަކާ  ހޮވުމަށްފަހު،  ފަރާތެއް  ޤާބިލް  އެންމެ  އިޢުލާނުކޮށްގެން  އެއްގޮތަށް،  ޤާނޫނާ  އެވޯޑްކުރުމުގައި  ޕްރޮޖެކްޓްތައް 

ޙަވާލުކުރުމަށާއި، މިނިސްޓްރީ އޮފް ޓޫރިޒަމް އިން ނިންމާ ނިންމުންތައް ނިންމުމުގައި ދައުލަތަށް އެންމެ ބޮޑަށް ފައިދާވާން އޮތް ގޮތަކީ 

މިލިއަށް  )ހަތަރު   $4,800,000.00 ގެއްލުންކަމަށްވާ  ލިބުނު  ދައުލަތަށް  ގެންދިއުމަށާއި،  ޢަމަލުކުރަމުން  އެގޮތަކަށް  ބަލައި  ކޮބައިތޯ 

އޮފް ޓޫރިޒަމްއަށް ވަނީ އަންގާފައެވެ.  ހޯދުމަށް މިނިސްޓްރީ  އެމެރިކާ ޑޮލަރު  އަށްލައްކަ( 

ނޑު ސަބަބަކީ، ޤާނޫނު ނަންބަރު 2/99 )ދިވެހިރާއްޖޭގެ ޓޫރިޒަމާބެހޭ ޤާނޫނު( ގެ 5 ވަނަ މާއްދާގައި،  މި މައްސަލަ މެދުވެރިވާން ދިމާވި މައިގަ

ނޑައެޅިފައިވާ  ޓޫރިސްޓް ރިޒޯޓް ހެދުމަށް ރަށްރަށާއި ބިން ދޫކުރަންވާނީ މިނިސްޓްރީ އޮފް ޓޫރިޒަމްއިން ޢާންމުކޮށް އިޢުލާންކޮށްގެން، ކަ

އުޞޫލެއްގެ މަތިން، އެކަށީގެންވާ އެންމެ ރަނގަޅު ހުށަހެޅުމެއް ހުށަހަޅާ ފަރާތަކަށްކަމަށް ބަޔާންކޮށްފައިވާއިރު، އިޢުލާންކުރުމަކާ ނުލައި އަދި 

ލީސް އެކުއިޒިޝަން ކޮސްޓްގެ ގޮތުގައި އެއްވެސް ފައިސާއެއް ނެގުމެއްނެތި، ނަސަންދުރަ ޕެލަސް ހޮޓަލް ހިންގައި ތަރައްޤީކުރުމަށް އެމް.

އެމް.ޕީ.އާރް.ސީ އާއެކު ސޮއިކޮށް، ހަމައެދުވަހު އެމް.އެމް.ޕީ.އާރް.ސީ އިން، އެހެން ފަރާތަކަށް ލީސް ހޯލްޑް ރައިޓްސް ވިއްކާލައި، މަޤާމުގެ 

ނުފޫޒު ބޭނުންކޮށްގެން ވަކި ފަރާތަކަށް ނާޖާއިޒު ފައިދާތަކެއް ލިބޭ ގޮތަށް ޢަމަލުކޮށްފައިވުމުންނެވެ.

މީގެއިތުރުން، ސަރުކާރުގެ ވިސްނުމަކީ ސަރުކާރުގެ ސިޔާސަތުގެދަށުން ކޮންވެންޝަން ފެސިލިޓީތަކާއެކު މިހާރު ނަސަންދުރަ ޕެލަސް ހޮޓަލް 

ހުރި ބިމާއި، 26 ނަންބަރު ކޮށި ހިމެނޭ ގޮތަށް ހޮޓަލެއް ތަރައްޤީކުރުމަށްޓަކައި ސަރުކާރުން ބާއްވާ ބޮޑެތި ހަފްލާތަކާއި އިވެންޓްތައް 

ބޭއްވޭނެ ގޮތަކަށް ނަސަންދުރަ ޕެލަސް ހޮޓެލް ހުރި ބިން ތަރައްޤީކުރުންކަމަށް ވީހިނދު، އެދެބިން އެއްކޮށްލައި ބީލަމުގެ އުޞޫލުން އެ 

މަސައްކަތްކޮށްދޭނެ ފަރާތެއް ހޯދައިގެން ކުރިޔަށްގެންދިޔަނަމަ، ނުވަތަ ކުރިންވެސް އެ ހޮޓާ ހިންގުމަށް ހަދާފައިވާ އެއްބަސްވުމަށް ކޮންމެހެން 

ޕްރޮޖެކްޓުން ދައުލަތަށް ލިބޭ ފައިދާ ބޮޑުވާނެކަމަށް  ގެންނަންޖެހޭ ބަދަލުތައް ގެނެސް އެ އެއްބަސްވުމުގެ މުއްދަތު އިތުރުކުރިނަމަ، އެ 

ބެލެވުނު ނަމަވެސް، ދައުލަތަށް ފައިދާއެއް ލިބެންއޮތްކަމެއްގައި އެފައިދާއެއް ދައުލަތަށް ނުލިބޭގޮތަށް ނުވަތަ ލިބެންއޮތް ފައިދާއަށް އުނިކަމެއް 

ލިބޭގޮތަކަށް، ދައުލަތުގެ މަސްޢޫލު ފަރާތްތަކުން ޢަމަލުކޮށްފައިވުމެވެ. މިކަމުގެ ސަބަބުން ދައުލަތަށް އެތައް މިލިއަން ޑޮލަރެއްގެ ގެއްލުން 

ވެފައިވެއެވެ. މިއީ މަޤާމުގެ ނުފޫޒު ބޭނުންކޮށްގެން ވަކިފަރާތަކަށް ނާޖާއިޒު ފައިދާ ހޯދައިދިނުމަށް ނުވަތަ ކޮރަޕްޝަނަށް މަގުފަހިވާގޮތަށް 

ހިންގާފައިވާ ޢަމަލެކެވެ.
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މީގެ އިތުރުން، ރައްޔިތުންގެ މަޖިލީހުގެ ހިންގުމުގެ ނިޒާމާ ގުޅޭގޮތުން ޤާނޫނުއަސާސީން ފޯރުކޮށްދީފައިވާ ދުސްތޫރީ އިރުޝާދު ބިނާކޮށްފައިވަނީވެސް، 

ނޑައަޅާފައިވާ މުހިންމު އަސާސްތަކުގެ   ޤާނޫނުހެދުމުގެ ބާރު ސްޓޭޓް ކެޕްޗަރ ކުރިޔަ ނުދިނުމަށް ބޭނުންވާނެ އަސާސްތަކުގެ މައްޗަށެވެ. އެގޮތުން، ކަ

ތެރޭގައި ރައްޔިތުން ފުރިހަމައަށް ތަމްސީލުވާނޭ ގޮތަށް މަޖިލިސް ހިންގޭނެ ނިޒާމެއް ޤާއިމްކުރުމާއި، ރައްޔިތުންގެ ބައިވެރިވުން ހޯދޭނެ ދީމިޤްރާތީ 

ރައްޔިތުންނަށް  އޮންނަ  ދެމި  އެބަޔަކަށްޓަކައި  އަދި  އުފެދުނު  އެބަޔަކަށްޓަކައި  މަޖިލިސް  އެ  މަޖިލީހަކީ  ހިންގުމަށާއި،  މަޖިލިސް  އުޞޫލަށް 

ޖަވާބުދާރީވުމަށާއި، ހާމަކަންބޮޑު ގޮތަށް ދެފުށްފެންނާނެހެން ހިންގާ ތަނެއްކަން ޔަގީންކުރުމަށް އުޞޫލުތައް އެކަށައެޅުމަށް ދުސްތޫރީ އިރުޝާދު 

ދވެފިއަވިއެވެެ.1

ރައްޔިތުންގެ މަޖިލީހަކީ، އެ މަޖިލީހުން ކުރާ އެންމެހައި ކަންކަން ހިނގާ ގޮތުގެ މަޢުލޫމާތު ރައްޔިތުންނަށް ފަސޭހައިން ލިބޭނެ ގޮތަށް ކަންކަން 

އިންތިޒާމުކުރެވިފައިވާ އެފަދަ މަޢުލޫމާތު ޝާއިޢުކޮށް އާންމުކޮށް ލިބެން ހުންނަ ތަނެއްގެ ގޮތުގައި ވުމަކީވެސް، ޤާނޫނުއަސާސީން ލާޒިމުކުރާ 

ކަމެކެވެ.2 އަދި، މަޖިލީހުގައި ހިނގާ އެންމެހައި ކަންކަން އާންމުކޮށް ހާސާކުރުމަށް ބާރުއެޅުމުގެ ގޮތުން، އެކަންކަން ހިނގާ ގޮތަށް ތެދުބަހުން، 

ޙަޤީޤަތް ނުގެއްލޭ ގޮތަށް އާންމުކޮށް ޝާއިޢުކުރާ އާންމު ފަރާތްތަކަށާއި މީޑިއާތަކަށް ދުސްތޫރީ ރައްކާތެރިކަން ފޯރުކޮށްދީފައިވެއެވެ. އެގޮތުން އެ 

ފަދަ ފަރާތަކާމެދު ދަޢުވާކޮށް ފިޔަވަޅެއް ނޭޅޭނެއެވެ.3

ޤާނޫނު  ސަބަބުން،  އެކަންކަމުގެ  )ޕްރިންސިޕަލްސް(  މަބްދައުތަކަކީ  ޖަވާބުދާރީވުމުގެ  ހާސާވުމާއި،  ދެފުށްފެނުމާއި  ގެނެސްދޭ  ކަންކަމުން  މި 

ހެދުމުގެ ބާރު ސްޓޭޓް ކެޕްޗަރއިން ސަލާމަތްކުރުމަށް ބޮޑު ބާރުވެރިކަމަކާއި ވާގިވެރިކަމެއް ރައްޔިތުންނަށާއި، ފާރަވެރިވާ މުއައްސަސާތަކަށާއި 

1 ދިވެހިރާއްޖޭގެ ޖުމްހޫރިއްޔާގެ ޤާނޫނުއަސާސީގެ 88 ވަނަ މާއްދާގެ )ހ( ގެ )2(

2 ދިވެހިރާއްޖޭގެ ޖުމްހޫރިއްޔާގެ ޤާނޫނުއަސާސީގެ 89 ވަނަ މާއްދާ

3 ދިވެހިރާއްޖޭގެ ޖުމްހޫރިއްޔާގެ ޤާނޫނުއަސާސީގެ 90 ވަނަ މާއްދާގެ )ށ(

ދވިހެި ކރުުލޔިުން

“ސްޓޭޓް ކޕެޗްރަ” އާ ދެކޅޮު ދުސްތޫރީ މނިްގނަޑތުއަް
އާދަމް ޝާމލިް، އސެިސްޓނެްޓް އނިްވސެްޓގިޭޝަން އޮފސިަރ

(ވޮލއިުމް 3 ނަމްބަރު 3 އާ ގުޅޭ) 
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މަދަނީ މުޖުތަމަޢުގެ ބައިވެރިންނަށް ލިއްބައިދޭ، އަދި އެ މަޖިލީހުގެ މަސައްކަތްތަކުގައި ނުފޫޒު ހިންގާ ގޮތުގެ މަޢުލޫމާތު ސާފުވުމުގެ ފުރުޞަތު 

ތަނަވަސްވެ ފާރަވެރިވުމަށް އަދި ޖަވާބުދާރީކުރުވުމަށް މަގުތަނަވަސްކުރުވާ މުހިންމު ކަންކަމެވެ.

ދިވެހިރާއްޖޭގެ ދުސްތޫރީ ނިޒާމު ބައްޓަންކުރެވިފައިވަނީ، ދައުލަތުގެ “ޙަޤީޤީ ވެރިން” ކަމުގައިވާ ރައްޔިތުންގެ ބާރު ދެމެހެއްޓުމުގެ އަސާސްގެ 

މައްޗަށާއި، އެ ބާރު އެ ނޫން އެހެން ގޮތަކަށް ފުރޮޅުނަނުދިނުމަށް އަދި ރައްޔިތުންގެ ޙަޤީޤީ ބާރު ގެއްލުވާލާ ސްޓޭޓް ކެޕްޗަރފަދަ ބޮޑެތި 

ކުށްތަކުން ދައުލަތް ސަލާމަތްކުރެވޭނެ ގޮތަށެވެ. އެ ގޮތުން، ދުސްތޫރުގެ ތެރެއިން ދައުލަތުގެ ތިން ބާރު ވަނީ ވަކިކުރެވި، އެއް ބާރު އަނެއް 

ބާރަށް ފާރަވެރިވުމުގެ ނިޒާމެއް ޤާއިމްކޮށްފައެވެ. މި ނިޒާމުގެ ތެރެއިން، ޤާނޫނުއަސާސީގެ 5 ވަނަ މާއްދާގައި ބުނާ ޤާނޫނުހެދުމުގެ ބާރުން 

ނޑައެޅުމުގެ އިޚްތިޞާޞް  ހަދާ ޤާނޫނުތަކަކީ ޤާނޫނުއަސާސީގެ ދުސްތޫރިއްޔަތުކަމާ )ކޮންސްޓިޓިއުޝަނަލިޓި( ޚިލާފުނުވާ ޤާނޫނުތަކެއްކަން ކަ

ދިވެހިރާއްޖޭގައި ދެވިފައި އޮންނަނީ، ދިވެހިރާއްޖޭގެ ހައިކޯޓަށާއި ސްޕްރީމްކޯޓަށެވެ.4

ނަމަވެސް، ދިވެހިރާއްޖޭގެ ޖުމްހޫރިއްޔާގެ ޤާނޫނުއަސާސީގެ 88 ވަނަ މާއްދާގެ )ށ( އަށް ނަޒަރުކުރާއިރު، ރައްޔިތުންގެ މަޖިލީހުގެ އެއްވެސް 

ކަމެއް ހިނގި ގޮތުގެ ޞައްޙަކަން ބެލުމަށްޓަކައި އެއްވެސް ކޯޓަކަށް މައްސަލައެއް ހުށަނޭޅޭނޭ ކަމަށް ބުނެފައިވެއެވެ. އެހެނަސް، ޤާނޫނުއަސާސީގެ 

ނޑުތަކާއި އިންތަކާ ޚިލާފަށް ކުރެވޭ ކަންކަމާއި ނިންމޭ ނިންމުންތައް “ޖުޑީޝަލް ރިވިއު” ކުރުމަށް އޮންނަ  މި މާއްދާއަކީ، ދުސްތޫރީ މިންގަ

ނޑައަޅައި، އިތުރު  އިން ހަނިކުރާ މާއްދާއެއް ނޫންކަމަށް ދިވެހިރާއްޖޭގެ ސްޕްރީމް ކޯޓުގެ ޤަޟިއްޔާ ނަންބަރު SC-C/02/2009 އިން ކަ

ޤަޟިއްޔާތަކުގައި މި އުޞޫލު ތަޠުބީޤުކޮށްފައިވެއެވެ.5

މި މަބްދައު )ޕްރިންސިޕަލް އޮފް ކޮންސްޓިޓިއުޝަނަލިޓީ( އާއި، މި މަބްދައުގެ އެއް ނަތީޖާކަމަށްވާ “ޑޮކްޓްރައިން އޮފް ޖުޑީޝަލް ރިވިއު” 

ގެ އެއްބައިކަމުގައިވާ ޢަދުލު އިންސާފު ޤާއިމްކުރުމުގެ ބާރަށް ލިބެދެވޭ ޤާނޫނުހެދުމުގެ ބާރުގެ އިޖުރާއަތްތަކާއި ނިންމުންތައް  މުރާޖަޢާކުރުމުގެ 

ބާރަކީ، ޤާނޫނުހެދުމުގެ ބާރުން ސްޓޭޓް ކެޕްޗަރ ކުރިޔަ ނުދިނުމަށް އެކަށައެޅޭ އެންމެ މުހިންމު އެއް ދުސްތޫރީ އުޞޫލެވެ. ސަބަބަކީ، މި 

މަބްދައުގެ ނަތީޖާއަކަށްވާނީ، މަޖިލީހަށް ރައްޔިތުންގެ ނައިބުން ހޮވުމަށް މާލީ ގޮތުން ޚަރަދުކުރި ފަރާތްތަކުގެ މަންފާއަށާއި، އެ ފަރާތްތަކުގެ 

މަޞްލަޙަތަށް އުފަންކުރުވާ ޣައިރު ދުސްތޫރީ، ޤާނުނުއަސާސީގެ ނައްޞާއި މަބްދައުތަކާ ޚިލާފު ޤާނޫނުތަކާއި، ނިންމުންތަކާއި އިޖުރާއާތުތަކުގެ 

ނޑި، ޤާނޫނުހެދުމުގެ ބާރުގެ ތެރެއިން ދައުލަތް ކެޕްޗަރުކުރުމުގެ ފުރުޞަތު އެތައް ތަނަކުން ހަނިވުމެވެ. ބާރު ކެ

4 ދިވެހިރާއްޖޭގެ ޖުމްހޫރިއްޔާގެ ޤާނޫނުއަސާސީގެ 143 ވަނަ މާއްދާގެ )ހ(

SC-A/13 5/2009 ނަންބަރު ޤަޟިއްޔާއާއި، SC-C/23/2010 ނަންބަރު ޤަޟިއްޔާއާއި، SC-C/35/2012 )މުޙައްމަދު ފަހުމީ ޙަސަން ރައްޔިތުންގެ މަޖިލިސް )ދައުލަތް(( 

އާ ދެކޮޅަށް ދަޢުވާކޮށްފައިވާ ޤަޟިއްޔާގައިވެސް މި ޢުޞޫލު ތަޠުބީޤުކޮށްފައިވެއެވެ. 
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އދަަދުގެ ތރަި

ހތިވްރަާއކެު މއަްޗށަް

ކމޮޝިަންގެ މވުއަްޒފަނުް

ކޮރަޕްޝަން ހުއްޓުވުމުގެ މަސައްކަތާ އަލްފާޟިލް މާޖިދު ޙަސަން ގުޅިވަޑައިގަތީ 17 ޖުލައި 1995ގައެވެ. އެންޓި-ކޮރަޕްޝަން ބޯޑުގައި 

މަސައްކަތް ކުރެއްވުމަށްފަހު އެންޓި-ކޮރަޕްޝަން ކޮމިޝަނުގައި މިހާތަނަށް ވެސް ވަޒީފާ އަދާކުރައްވަމުން ގެންދަވާއިރު، މާޖިދަކީ، އޭނާގެ 

ދާއިރާއަށް  މި  ޚިދުމަތްތަކެއް  ގުނަ  ގިނަ  ވެސް  އަދި  ގެންދަވާ،  ހޭދަކުރައްވަމުން  ދާއިރާގައި  އެންޓިކޮރަޕްޝަން  ޙަޔާތް  ވަޒީފާގެ  މުޅި 

ކޮށްދެއްވުމަށް އަތުކުރި އޮޅާލައްވައިގެން ހުންނެވި ޚިދުމަތްތެރި ބޭފުޅެކެވެ. 

ޚދިުމތަތްއަް

ކޮމިޝަނާ ގުޅިވަޑައިގެންނެވުމުގެ ކުރިން، އެންޓި-ކޮރަޕްޝަން ބޯޑުގައި މާޖިދު އަދާކުރައްވާފައިވާ ވަޒީފާތަކަކީ އެސައިންމަންޓް އޮފިސަރ 

ޓްރެއިނީ، އެސިސްޓަންޓް އެސައިންމަންޓް އޮފިސަރ ގްރޭޑް 1، އެސިސްޓަންޓް އެސައިންމަންޓް އޮފިސަރ ގްރޭޑް 2 އަދި އެސިސްޓަންޓް 

ޑިރެކްޓަރ ގެ މަޤާމެވެ. އަދި، އެންޓި-ކޮރަޕްޝަން ބޯޑު އުވި އެންޓި-ކޮރަޕްޝަން ކޮމިޝަން އުފެދުމާ ގުޅިގެން މާޖިދު މަސައްކަތްކުރައްވަން 

ފެއްޓެވީ އެންޓި-ކޮރަޕްޝަން ބޯޑުގައިވެސް ފުރުއްވަމުން އައި މަޤާމުކަމަށްވާ އެސިސްޓަންޓް ޑިރެކްޓަރގެ މަޤާމުގައެވެ. އެގޮތުން ފައިނޭންޝަލް 

އިންވެސްޓިގޭޝަންތައް މެނޭޖްކުރެއްވުމާއި ޕްރިވެންޝަން ސެކްޝަންގެ އިސް މުވައްޒަފެއްގެ ގޮތުގައި ވިޔަނުދިނުމުގެ މަސައްކަތުގައި މާޖިދު 

ކުރިއަށް ވަޑައިގަތެވެ. 

މިހާރު މާޖިދު ހުންނެވީ ކޮމިޝަނުގެ ސީނިއަރ އިންވެސްޓިގޭޝަން އޮފިސަރެއްގެ މަގާމުގައެވެ. މި މަޤާމުގެ ހައިސިއްޔަތުން ކޮމިޝަންގެ 

އިންވެސްޓިގޭޝަން ޔުނިޓް ހިންގެވުމުގެ ޒިންމާ އަދާކުރެއްވިއެވެ. ހަމަ އެހެންމެ، އިންވެސްޓިގޭޝަން ޓީމު ތަކުގެ ލީޑަރުންނާއި މަސައްކަތް 

އެހީތެރިކަމާއި ލަފަޔާއި އިރުޝާދު ދިނުމާއި އިންވެސްޓިގޭޝަން ޔުނިޓްގެ މަސައްކަތް  ޙަވާލުކުރެއްވުމާއި، ޓީމުތަކަށް ބޭނުންވާ ފަންނީ 

ހިނގަމުންދާގޮތް ސުޕަރވައިޒް ކުރެއްވުމަކީ ވެސް މާޖިދުގެ ވަޒީފާގެ މަސްއޫލިއްޔަތްތަކުގެ ތެރޭގައި ހިމެނޭ ކަންކަމެވެ. 
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މިހާ ގިނަ ދުވަހު، އެންޓި-ކޮރަޕްޝަން ދާއިރާގައި މަސައްކަތް ކުރައްވަން ލިބުނު ހިތްވަރެއްގެ ގޮތުގައި މާޖިދު ދެކިލައްވަނީ، ދާއިރާއަށް 

އެހެންމެ،  ހަމަ  ބޭނުންނުވުމެވެ.  ދޫކޮށްލައްވާފައި ދާން  ކުރަންއެނގޭ މަސައްކަތެއް  ގަޔާވާ އަދި ރަނގަޅަށް  ހުންނަ ޝައުޤުވެރިކަމާއި، 

ޢިލްމާއި  ހުރި  ކިބައިގައި  މާޖިދުގެ  މަސައްކަތްކޮށް،  ގެންނެވުމަށް  ބަދަލެއް  ހެޔޮ  މުޖުތަމަޢަށް  ތަޖުރިބާއިން  ތަޢުލީމާއި  ލިބިލައްވާފައިވާ 

ޙިލްމުގެ އަލީގައި އަންނަންއޮތް ޖީލުތަކަށް ހެޔޮގޮތުގައި މަސައްކަތްކުރުމަށް އެންމެން އެކުގައި މި ކޮށެވޭ މަގުގައި ކުޑަނަމަވެސް ރޯލެއް 

އަދާ ކުރެއްވުމުގެ ޢަޒުމެވެ.

ގނޮްޖހެުންތކަާއި ގނެްގޅުއުްވާ އުޞޫލުތއަް

މާޖިދު ގަބޫލުކުރައްވާ ގޮތުގައި، އޭސީސީގައި މަސައްކަތްކުރެއްވި 23 އަހަރުގެ ދިގު މުއްދަތުގެ ތެރޭގައި މާޖިދަށް ދިމާވި އެންމެ ބޮޑު 

އެއް ގޮންޖެހުމަކީ މެނޭޖްމަންޓަށް އަންނަ ބަދަލާއެކު ހިންގުމަށް ގެނެވޭ ބަދަލުތަކެވެ. މިގޮތުން، މެނޭޖްމެންޓަށް އަންނަ ކޮންމެ ބަދަލަކާއެކު 

މަސައްކަތް ކުރުމުގެ އުޞޫލުތަކަށް ބަދަލު އަންނަކަން މާޖިދު ފާހަގަ ކުރެއްވިއެވެ. އަދި މުވައްޒަފުންނަށް ކޮންމެހެން ބޭނުންވާ ޓްރެއިނިންގ 

ޚާއްޞަކޮށް  ކުރައްވައެވެ.  ޤަބޫލު  މާޖިދު  ކަމަށް  ގޮންޖެހުމެއް  ބޮޑު  ދިމާވާ  މާހައުލުގައި  މަސައްތަކުގެ  ނުލިބުމަކީވެސް  ފުރުސަތުތައް 

މައްސަލަތައް ތަޙުޤީޤު ކުރުމުގެ މަސައްކަތުގައި ޙަރަކާތްތެރިވާ މުވައްޒަފުންނަށް ދާއިރާގައި ކުރިއެރުމަށް ބޭނުންވާ ތަމްރީނުތައް މިހާރަށްވުރެ 

ގިނައިން ލިބެންޖެހޭކަން އޭނާ ފާހަގަ ކުރެއްވިއެވެ.

މަސައްކަތް ކުރެއްވުމުގައި މާޖިދު އެންމެ މުހިންމުކަމެއް ދެއްވަނީ، ކޮންމެފަދަ ޙާލަތެއް މެދުވެރިވީނަމަވެސް ނަޒާހާތްތެރިކަން ހިފެހެއްޓުމާއި، 

ހަމަހަމަކަން އަދި ޤާނޫނުތަކާއި ގަވާއިދުތަކަށް ފުރިހަމައަށް ތަބާވުމާއެކު، މަސައްކަތުގެ މާހައުލުގައި އެންމެންނަށްވެސް އިޙުތިރާމް ކުރުމާއި، 

ނޑުތައް ހިފެހެއްޓުމެވެ. މަސައްކަތުގައި މާޖިދަށް މިހާތަނަށް ލިބިލެއްވި  ގުޅިގެން މަސައްކަތްކުރުމާއި، މުޢާމަލާތުކުރުމުގައި ރިވެތި މިންގަ

އެންމެ ބޮޑު ކާމިޔާބީއަކީ ކޮމިޝަނުގެ ވިޔަނުދިނުމުގެ މަސައްކަތުގެ ޕްރޮގްރާމްތައް ރާއްޖޭގެ ހުރިހާ ރަށެއްގައި ހިންގުމުގައި ބޮޑު ދައުރެއް 

އދަކާރުއެވްމުވެެ.  

މާޖިދު ދެކިލައްވާ ގޮތުގައި މާޖިދުގެ ކިބައިގައި ހުރި އެންމެ ވަރުގަދަ ސިފަތަކަކީ ނަޒާހާތްތެރިކަމާއި، އެކި މިޒާޖުގެ މީހުންނާއި ފަސޭހައިން 

މުޢާމަލާތުކުރެވުން އަދި ކަންތައް ހޯދައި ދެނެގަތުމުގައި ހުންނަ ޝައުގުވެރިކަމެވެ. މިގޮތުން ޙަވާލުވާ މަސައްކަތެއްގެ ނަތީޖާ ނެރުމަށް 

ނުފުރޮޅާ އެންމެ ގަލެއްވެސް ނޯންނާނެ ކަމުގެ ޔަޤީންކަން މާޖިދު ދެއްވިއެވެ. 

ކރުމިގަށަް ކރުައްވާ އުއްމދީު

އެންޓި-ކޮރަޕްޝަންގެ މަސައްކަތުގައި އެންމެ ފާހަގަކޮށްލެވޭ ބަދަލެއްގެ ގޮތުގައި މާޖިދު ފާހަގަކުރައްވަނީ ”އޮގަނައިޒޭޝަން- އޮގަނައިޒޭޝަނެއްގެ 

ގޮތުގައި ބޮޑުވެގެންއައި ބޮޑުވުމާއި އަދި ކޮރަޕްޝަން ހުއްޓުވުމާއި ވިޔަނުދިނުމުގެ ރޮނގުން ލިބުނު ޢިލްމާއި ތަޖުރިބާ“ އެވެ. އަމިއްލަ 

ތަޖުރިބާގެ އަލީގައި، ކޮރަޕްޝަން ނައްތާލައި ނަޒާހާތްތެރިކަން ކުރިއެރުވުމަކީ ވަރަށް މުހިންމު މަސައްކަތެއްކަމަށް މާޖިދު ދެކިލައްވައެވެ. 

ނަޒާހާތްތެރިކަން ނެތްތަނެއްގައި އެއްކަމެއްވެސް ރަނގަޅަށް ނުހިނގާނެކަމަށް މާޖިދު ޤަބޫލުކުރައްވައެވެ. އެފަދަ ތަނެއްގައި ދެފުށް ނުފެންނަ 

އެތައްކަމެއް ހިނގަމުންދާނެ ކަމަށް މާޖިދު ވިދާޅުވިއެވެ. ވީމާ، މި ޤައުމަކީ ފުދުންތެރި ޤައުމަކަށް ހެދުމަށްޓަކައި ދައުލަތުގެ މުވައްޒަފުންގެ 

ކިބައިގައި ނަޒާހަތްތެރިކަމުގެ ރީތި ސިފަ އަށަގެންނެވުމުގެ މުހިންމުކަމަށް މާޖިދު ނަޞޭޙަތްތެރިވެލެއްވިއެވެ.

ބޭނުންވާ  ވަންނަން  ވަޒީފާއަށް  އަލަށް  އަދި  މުވައްޒަފުންނަށް،  ދައުލަތުގެ  މުޅި  ގޮތެއްގައި  ޖުމްލަ  އަދި  މުވައްޒަފުންނާއި  އޭސީސީގެ 

މެސެޖު: ބޭނުންވާ  ދެއްވަން  މާޖިދު  ފަރާތްތަކަށް 

“ކނޮްމެ ފރަުދަކވުސެް އމެހީކަީ ތދެުވރެި އޚިްލާޞްތރެި މހީކަށަް ވުމށަް ގދަައޅައަި މސަައްކތަކްރުާށެވެ! އޭރުން އމެހީއެްގެ ކިބއަނިް ނާޖާއޒިު ފއަދިާއއެް  	

އހަުލުވރެވިާށެވެ.” ގވަާއދިުތކަށަް  އުސޫލުތކަާ  ދެކިގނެް  ޒނިްމާއއެްގތޮގުއަި  އމައިްލަ  ދެމހިުރުމކަީ  ނަޒާހާތތްރެކިނަްމތަީ  އދަި  ނުނެގޭނެއވެެ.  މހީކަށަް  އހެނެް 

ވަޒީފާގެ މާހައުލުގައި މާޖިދު އެންމެ ދެކިލައްވަން ބޭނުންފުޅުވާ ދުވަހަކީ ދިވެހިރާއްޖެއަކީ ކޮރަޕްޝަންގެ މައްސަލަތައް މަދު އަދި އެންޓި-

ކޮރަޕްޝަން ކޮމިޝަނަކީ މުޖުތަމަޢު ބަލައިގަންނަ އިދާރާއަކަށް ވާ ދުވަހެވެ. 
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ތިޔަކުދީންނޭ މާދަމާ ޤައުމުގެ ސަލާމަތަކަށް ތިބީ

ތިޔަކުދީންނޭ ޤައުމަށާ ވަޠަނަށް ވަފާތެރި ވާން ތިބީ

މިއަދު ހޯދާ ޢިލްމަކާ ހުނަރެއްގެ ބޭނުން މާދަމާ

ހެޔޮ ރަނގަޅު ގޮތުގައި ހިފައި ކުރިޔަށް ޤައުމު ގެންދަން ތިބީ

މާދަމާ ކުރިމަގު މި ޤައުމުގެ ރީތިކޮށް ދައްކައިލުމަށް

ލާބަހުރި ގޮތުގައި ބަލާ ކަންތައްތަކެއް ކޮށްދޭން ތިބީ

އަންނަ ހުރިހައި ކަންކަމެއްގައި ކާބަފައިންނާ އެއްފަދައިން

ކަންކަމަށް ޖޯޝާއި ފޯރީއާ މި ޤައުމަށް ދޭން ތިބީ

ވިސްނުމާ ފިކުރާ ޚިޔާލާ ހިންގަމުން އެކި ކަންކަމަށް

އިސްނަގާ ކަންކަމުގެ ތެރެއަށް މާދަމާ ވަންނަން ތިބީ

ރީތި ޞުލްޙަ އަމާން މި ޤައުމުގެ ރީތިކަން އަބަދަށް ޓަކައި

ރީތިކޮށް ބޭއްވުމުގެ ޒިންމާ މާދަމާ އުފުލަން ތިބީ

ކޮން ކަމެއްތޯ ކޮށްދެވޭނީ ޤައުމަށާ ވަޠަނަށްޓަކައި

ކޮންމެހެން އެ ކަމެއްބަލައި ކޮށްދޭނެ ބަޔަކަށް ވާން ތިބ

ބޭރު މީހުން ދައްކަމުން ދާ ދަޅަތަކަށް ފުންކޮށް ބަލައި

ރޭރުނުވެ ޤައުމުގެ އަމާންކަން އަބަދު ދަމަހައްޓަން ތިބީ

ކަންކަމާ ކުރިމަތި ލުމާ ކެރިގެން އެ ކަންކަން ކުރުމުގައި

ކަންކަމަށް ހުޝިޔާރު ޒިންމާދާރު ބަޔަކަށް ވާން ތިބ

ފަޚުރުވެރި ވަޠަނަށްޓަކައި ޝަރަފާ ޤަދަރުވެރިކަން މަތީ

ޝަރަފުވެރި ބަޠަލުންގެ ސަފުގައި ފައި ނަގަން މާދަން ތިބ

ދިވެހި ބިންތަކުގައި މިވާ ދިވެހީންގެ ރީތި އުޞޫލުތައް

ދިވެހިވަންތަކަމާ އެކީގައި މާދަމާ ދިރުވަން ތިބީ

ދިވެހި ލޭގައި ހުންނަ ވިންދާ ހިތްވަރާ އަދި ފަންވަރާ

ދިވެހި ދަރިއެއް ކަން ބަހާ ޢަމަލުންމެ ދައްކައި ދޭން ތިބީ

މަތިވި ޒިންމާދާރުކަން އުފުލައި ލުމަށް ޢަޒްމާއެކީ 

ދަތިކަމެއް ނެތި ހެޔޮ ހިތުން އެ ކަމާއި ކުރިމަތި ލާން ތިބީ

ހަރުދަނާކަން ޙިކްމަތާއެކު ޢަޒްމުގައި ގުޑުމެއް ނުވާ

ހަރުދަނާކަން މުޅި މި ޤައުމަށް މާދަމާ ދައްކަން ތިބ

ޒނިްމާދާރުވުން
ޢަބްދުލް ޢަޒީޒް ޤާސިމް/ ލިލީ، ނ.މަނަދޫ
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Annual Cake of ACCRC being cut by the President of ACCRC Mr. Ahmed 
Yaamin with Mr. Majid Hassan and Mr. Abdul  Azeez Moosa 

Appreciation Plaque to Aasandha Company for their voluntary service in 
administration of Flu Vaccine for ACC staff and their family members

Appreciation Plaque being awarded to Ministry of Gender and Family for 
conducting awareness session on women empowerment for ACC staff
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Anti-Corruption Commission Recreation Club (ACCRC)

ACCRC Annual Meeting
	 ACCRC celebrated its 4th anniversary on the 22nd of November 2018. This is the first ever celebratory 
ceremony to mark the anniversary since its inauguration in 2014. During the ceremony appreciation plaques 
were awarded to institutions who had provided their assistance to the Club throughout the year. Certificates 
and commemorative shields were also awarded to individuals who had represented ACCRC on several platforms 
and competitions. 

Appreciation Plaque being awarded to Cancer Society of 
Maldives

Appreciation plaque being awarded to Mr. Ashraq Nazir 
for the assistance provided to train our staff for Quran 

Competition
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Publications
White Paper Volume: 2 Issue:1

The ACC released volume 2, issue 1 of its policy paper series, “White Paper” aiming to disclose 
corruption risks to public institutions and spread information on anti-corruption recommendations. The 
paper was officially launched by the Commission Member, Ms. Aminath Minna on 10th December 2018 at the 
ceremony held to mark the International Anti-Corruption day 2018.

This policy paper was titled as “Corruption Risk and Trafficking in Persons of Migrant Workers in the 
Maldives”, based on the Corruption risk assessment of Maldives Immigration.  Major findings of this research 
include, problems in maintaining registers of migrant workers at island councils, problems in fining locals who 
do not abide by the rules and regulations related to immigrant workers and problems related to issuing of 
quotas.

Launching of Abaanna Kuruvaahaka foiy – 2

The ACC published the story book ‘Abaanna Kuruvaahaka foiy – 2’ at the special ceremony held on 
10th December 2018, to mark the International Anti-Corruption Day. The book was officially launched by the 
Prosecutor General, Uza. Aishath Bisham.

The book comprises of 10 stories submitted to ACC Short Story Competition for staff. The stories 
were based on characteristics of integrity, targeted to children below 8 years. Certificates were awarded to all 
participants and winners of the ACC Short Story Competition.

Launching of Abaanna Lhen foiy – 2

ACC published the poem book ‘Abaanna Lhen foiy – 2’ in the special ceremony held on the 10th of 
December 2018, to mark the International Anti-Corruption Day. The book was officially launched by the Vice 
President of Dhivehibahuge Academy, Ms. Rafia Abdul Gadir.

The book was published with literary assistance received from Dhivehibahuge Academy that included 17 poems 
from 13 different poets, based on integrity related characteristics.  Certificates were awarded to all poets in the 
special ceremony by the Commission Member, Mr. Yazmeed Mohamed. 

Launching of Abaanna Lhen foiy – 2
by Ms. Rafia Abdul Gadir,

Vice President of Dhivehibahuge 
Academy
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Overseas Trainings and Conferences
UNODC Regional Workshop

ACC participated in the “Regional Workshop on International Cooperation in Corruption and Financial 
Investigations and Money Laundering” organized by the United Nations Office on Drugs and Crime (UNODC) 
held from 12th to 14th November 2018 in New Delhi, India. The aim of this workshop was to provide practical 
skills and tools to enhance the inter-agency and regional cooperation. Investigation Officers, Mr. Abdulla 
Javeed, Mr. Abdulla Mizan and Ms. Aminath Sana, attended the Workshop on behalf of the Commission.

18th International Anti-Corruption Conference

ACC participated in the 18th edition of the International Anti-Corruption Conference (IACC), hosted by 
the Government of Denmark, represented by the Danish Ministry of Foreign Affairs, and organized with the 
support of Transparency International Denmark.

It was a three-day conference that took place in Copenhagen, Denmark from 22-24 October 2018, under 
the banner “Together for Development, Peace and Security: Now is the Time to Act”.  Four members of the 
Commission and the Secretary General participated in the conference which featured more than 50 workshops 
and 6 high-level plenaries, exploring ways to move the fight against corruption from work to action.

7th Session of Assembly of Parties of the IACA

ACC participated in the “7th Session of the Assembly of parties of the International Anti-Corruption 
Academy (IACA)” organized by International Anti-Corruption Academy (IACA). Commission member Mr. 
Yazmeed Mohamed attended this session on behalf of ACC.

The Session took place from 27th to 28th September 2018 in Vienna, Austria. The Session aimed 
at discussing on development of the main strategies of IACA. It also deliberated on the future prospects of 
IACA. The IACA is an international agency with the purpose of fighting against corruption and strengthening 
the anti-corruption agencies. Established in 2011 as an intergovernmental organization, IACA comprises a 
constituency of 73 State Parties to date.

Awareness Programs
Anti-Corruption Trainings

As a special activity to mark the International Anti-Corruption Day, ACC undertook several Anti-Corruption 
training sessions targeted to Public Institutions. These were 3-hour sessions delivered by professionally 
trained staff of the Commission. The first training of the quarter was aimed to the audience of 39 students 
of Maldives National University on the 29th of September 2018.  This was followed by the training session on 
Corruption and Integrity, targeted to Civil servants. This specific training was in collaboration with the Civil 
Service Training Institute and was held on the 1st of November 2018 where information was delivered to 49 
participants. On the 2nd and 3rd of December 2018, another training session was conducted to 36 participants 
from Maldives Pension Administration Office. The year concluded with the training session to National Social 
Protection Agency (NSPA) for 24 participants held on the 4th of December 2018.
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anti-corruption was released by Dr. Ali Shameem, President of the Civil Service Commission of the Maldives. 

Moreover, a summarized presentation on trainings conducted by the Commission was delivered. An awareness 
campaign on Public Finance Regulation to train the public officials who work on budget and procurement 
department was launched at the ceremony. Alos, launching of the campaign to minimize single-use plastic 
and releasing of Bithufangi Bulletin was also observed on this ceremony. Bithufangi Bulletin featured special 
statements on the occasion of the day from the President Ibrahim Mohamed Solih, President of the Peoples’ 
Majlis, Chief Justice and the President of the Commission. This volume was released by the Guest of Honor, 
Uza. Aishath Khaleela.

Best Information Officer Award 

Information Officer of Anti-Corruption Commission (ACC), Mr. Hassan Manik was awarded with the 
title of the ‘Best Information Officer’ by the Information Commissioner’s Office on 17th October 2018, at the 
reception held to commemorate the International Right to Information Day. This title was awarded to select 
the best Information Officer who has most dutifully acted to disclose information in accordance with the Right 
to Information Act. This was the first time such an award has been presented whilst a total of 6 participants 
competed for this award. 

ACC accolades “Ranvana” Award for three Consecutive Years  

Anti-Corruption Commission was awarded with “Ranvana 2018” by the Information Commissioners 
Office, at the ceremony held on 17th October 2018, to mark the International Right to Information Day. The 
President of ACC Mr. Hassan Luthfee accepted the award on behalf of ACC. The purpose of ‘Ranvana Award’ is 
to motivate government organizations to voluntarily disclose as much information as possible, encourage to 
maintain information in a way that is easily and quickly accessible, foster a culture of information disclosure 
on websites, availability of up-to date information on the institution’s notice board and maintenance of meeting 
minutes of that organization. 

Golden Award of Information 
Disclosure, And best Website Award

2016, 2017 & 2018 - ACC
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Quarter Highlights

Special Events
Special Panel Discussion 

The Anti-Corruption Commission conducted a special panel discussion at Seneco Conference Hall of 
Public Service Media (PSM) Radio Building as part of the program to mark the International Anti-Corruption 
Day 2018, which was broadcasted by PSM on 9th December 2018.

The topic of the Panel Discussion was ‘Building a generation of integrity: Challenges and Solutions’. 
The main aim of the program was to build awareness on importance of integrity and anti-corruption, role of 
parents, students, teachers and society to foster and build integrity amongst the younger generation. It also 
emphasized on the importance of religious perspectives of integrity in society.

The Panelists of the Session were, Dr. Ibrahim Zakariyya Moosa – Dean of Center for Postgraduate 
Studies, Islamic University of Maldives, Ms. Nada Shareef – Clinical Psychologist, Ms. Basheera Mohamed- 
Principal of Taajudhin School and Commission Member Ms. Aminath Minna. ACCs Assistant Investigation 
Officer, Uz. Adam Shamil moderated the Panel Discussion. This event was funded by UNDP.

ACC Celebrates International Anti-Corruption Day

A special ceremony was held by the Anti-Corruption Commission of the Maldives to mark International 
Anti-Corruption Day. This ceremony was held at Maldives Islamic University Hall on the evening of 10th 
December 2018. The Guest of Honor was the Vice Chancellor of Maldives Islamic University Uza. Aishath 
Khaleela. 

The ceremony began with an official statement of the President of Maldives, Ibrahim Mohamed Solih. 
This message was delivered to the audience by Commission Member Aminath Minna. The President urged 
government institutions to assist the work of the Commission in eradicating corruption and building a society 
that values integrity.

In his introductory note, the Vice President of the Commision, Uz. Muavviz Rasheed stressed that 
corruption’s grave malady has spread all over the world and it is of utmost importance to mark a day against 
corruption. Further, Vice President also acknowledged that the work of the Commission in building a society of 
integrity is a national effort.

On this special ceremony, the Commission also released ‘Abaanna’ series poem book and story book II. 
‘Abaanna’ Story Book was officially released by Prosecutor General Uza. Aishath Bisham and Abaanna II Poem 
Book was released by Rafiya Abdul Gadhir, Vice President of Dhivehi Bahuge Academy.  The poem and story 
books of ‘Abaanna’ series have been released since 2017 on the occasion of International Anti-Corruption Day. 
During this ceremony, certificates were also awarded to poets who contributed to the book and winners of the 
Story Writing Competition which was organized for the staff of the Commission. 

ACC’s White Paper Series 2 was also released on this ceremony. This paper focused on “Corruption 
Risk and Trafficking in Persons of Migrant Workers in the Maldives” which was based on the Corruption Risk 
Assessment of Maldives Immigration. The Paper was officially released by Commission Member Aminath 
Minna. ‘Nazaahaiytherikamuge Keesa 404’ a booklet which provides various information on corruption and 
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with fair transparent means to investigate the complaints. 

7. Foster ethics and integrity among organizations. As part of induction training, civil servants should also
be taught on the institution’s code of conduct and ethics.

8. Conduct regular trainings to educate and create awareness about recruitment policies, rules and
regulations, best practices in recruitment and how it impacts the organization.

Research Limitations
The following are some key limitations experienced during the research.

1. Limited time frame. The limited time in which the research was planned and executed played a role to
minimize the scope of the research.

2. Difficulty in accessing to CSC data base.

3. Resource limitation to directly reach and interview the notion of the local government side.

In future researches, it is advisable to resolve similar limitations as to reduce complications during the planning 
and execution of such researches.

Conclusion
Administrative negligence, violation of rules, misconduct in recruitment processes jeopardizes the rights 

of well qualified, deserving candidates and raise negative impacts on the performance of the organization. More 
importantly, the repetitive nature of such issues could have a greater effect to lead corruption. Irregularities 
caused by the negligence of responsible staff is deeply embedded in their ethics and awareness. Hence, to 
minimize the linkages of administrative negligence to corruption becomes necessary in capacity development 
of staff for the work environment. 

Avoidance of self-interest and conflict of interest by the responsible staff adds to successful 
recruitment that could ensure attractiveness for competent merit-based candidates and increase productivity. 
The strength of the human resources employed in an organization will undoubtedly reflect upon the whole 
outcome of the organization. Similarly, the civil service of Maldives will benefit greatly from strong and robust 
human resources, not only in the endeavor to create integrity within the systems but also to provide effective 
and efficient service delivery to the public. Educating the manpower of human resource management system 
is necessary to ensure that corruption risks are minimized in recruitment processes of the civil service.
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likely that deteriorated efficiency, lowered performance, a lack of fairness, and the spread of corruption could 
be forthcoming (Ashour, 2004).

	 Furthermore, and ineffective recruitment opens the door for corruption in the whole organization. 
Lack of action being taken against perpetrators in this regard may send unclear messages about what is 
acceptable, thus optimizing the occurrence of corrupt behavior (United Nations, 2012). Staff may rationalize 
that the consequences for administrative misconduct gives them no threat of penalization, therefore the fear 
of continued negligence remains in the system if not closely regulated and monitored.

	 Despite there being no evidence of more severe types of corruption like bribery, there are observations 
of clear conflict of interest, favoritism and manipulation of criteria to make predetermined decisions to 
employment by key entrusted position holders. Such misconducts and abuse of positions, tarnish and distort 
the image of the civil service (Ashour, 2004). Also, the restriction on competition has serious impacts on 
the ability of the civil service to attract qualified and competent personnel, especially when the abilities and 
competencies sought are relatively scarce as the case in islands.

	 Job opportunities in the civil service sector can be attractive to job seekers, though it may have 
limitations with compensation packages, the systematic orientation to the nature of work, short working hours, 
job security, and social status are some advantages. The evidence that there is a perception that candidates 
are only able to get a job through influence (Transparency Maldives, 2015), means that there is a negative 
perspective about civil service jobs. Consequently, it may be difficult to get competent, loyal and well qualified 
staff for civil service jobs. 

	 It was also found that one of the main actions taken, in recruitment cases was to cancel the recruitment 
of the candidate who was selected unfairly through a fault of the administration.11 Though it is clear that the 
candidate was given the job unjustly, in some cases it is by no means the fault of the candidate. Hence, 
the challenge remains that the cancellation of unjustifiable recruitments resulting from administrative 
mishandlings or misconduct not be reasonable to penalize only the candidates but to take appropriate actions 
against the staff and all other members involved in such cases.

Recommendations
1.	 Introduce and enforce procedures that increase and promote transparency of the recruitment process. 

For instance, the information about the points given to the candidates based on their interview, 
educational qualification, experience, other skills, etc. can be published.

2.	 Ensure that human resource staff and HRDM Committee adhere to rules; declare in circumstances of 
conflict of interest and refrain from the recruitment process if the need arises. 

3.	 Checks throughout probation period. In order to ensure that staff are competent and can carry out the 
responsibility of the job, supervisors should monitor and evaluate the performance and efficiency of 
staff regularly. 

4.	 Regular monitoring and oversight to ensure the integrity of the organizations.

5.	 Impose disciplinary sanctions against staff, regarding negligence and breach of regulations.

6.	 Establish an effective complaints mechanism to allow citizens and staff to report suspicion of misconduct 

11 Interview with Civil Service Commission
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It is detailed in the Civil Service Regulation 2014 that “A relative (mother, father, child, wife, husband, 
half-brothers and half-sisters) of the interviewee shall not be included in the interview panel.

Discussions
The reviewed cases mostly indicate that there is administrative negligence and breach of regulations 

involved in the recruitment of civil service sector of the Maldives. It can also be observed that out of the 
cases studied, most cases are from offices situated in the Atolls. Hence, often non-compliance arises at local 
government level. Below are the possible causes and repercussions of the identified irregularities.

Causes

I. Lack of transparency in the recruitment process

Transparency in the announcement, evaluation and selection is imperative to construct a recruitment
system that is non-ambiguous and trustable. Application of rules paves the responsible staff to maintain
transparency and accountability of recruitment by making the candidates and public more aware of how
the recruitment was conducted.

II. ii.	Administrative staff unaware of certain procedures and guidelines.

Recruitment for offices in the islands is not a daily task. Due to the small amount of recruitment carried out
in the islands, the responsible staff may not be very familiar with the procedures that have to be followed.
Subsequently, not all the procedures are properly adhered to and leads to administrative negligence of
which the staff require self-comprehension to rules and regulations besides adequate training.

III. iii.	Neglect of responsible staff

Most of the issues identified in this research is caused due to the neglect of staff directly responsible for
recruitment processes.  This may be due to reasons like lack of supervisors to make the staff accountable
throughout implementation of the recruitment process.

IV. iv.	Lack of action taken against administrative staff for negligence

Usually actions are taken in the form of cancellation of the recruitment made by the staff. An impactful
sanction is not being made upon the staff whose negligence led to the selection of an incompetent staff
which results in repetition of similar negligence. It is understandable that island offices struggle with
inadequate capacity building and resources which needs to be minimized in long term.

Impacts of Administrative Negligence in the Recruitment Process
In recruitment, duties, responsibilities and tasks are entrusted to individuals by virtue of their entrusted 

positions, and therefore, the possibility of obtaining a benefit at the expense of the greater good is high making 
the recruitment domain vulnerable to corruption and fraudulent practices.

Although administrative carelessness appears petty to many, the results of these problems create 
a much bigger trickledown effect on the whole organization and to the delivery of effective service to the 
community. 

The most common issue found in this research is the breach of written procedures and negligence of 
the recruitment staff in non-complying the correct process. As a result of this the most serious consequence 
is on the caliber and competence of the people working for the civil service. Due to similar conditions, it is 
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Case 4: Recruitment of staff for a Government Hospital
Issues Recommendations

1. Inadequate time to submit the
application after the job announcement,
which means that there is minimum
chance for more candidates to apply for
the job.

1. Sufficient duration should be given for job opening
and announcement publication.

2. Job announcements should be publicized in the
gazette as well as in local noticeboards and other
places where people can easily access.

Case 5: Recruitment of Finance Officer for a Council Secretariat
Issues Recommendations

1. Staff selected for the post does have the
appropriate qualifications required for
the job announced.

1. Job announcements should specifically outline what
the relevant field of educational qualification is
required

2. CSC to advice if the candidate can be accepted for
the job without a specified minimum qualification
criteria or to re-announce the position after
establishing clear screening directions.

Case 6: Recruitment of Assistant Director for a Council Secretariat
Issues Recommendations

1. The selected applicant’s job application
was not signed by the applicant and
therefore an incomplete application was
accepted by the government office.

1. An incomplete application cannot be accepted for
the job evaluation. As there were other applicants
who fit the criteria with completion of application
requirements, all other applications should be
evaluated and the job should be given to the highest
scorer.

Case 7: Recruitment of a Janitor for a Government School
Issues Recommendations

1. Conflict of interest (the son of the
applicant was in the interview panel)

1. In case of conflict of interest, any member of the
interview panel, whose relative has applied for the
job should refrain from being in the interview panel
and nor should such a member interview the other
candidates.

Transparency, equality and competitiveness is paramount in the selection of best staff for the vacancy. 
Therefore, all civil service jobs should be well announced and published in order prospective and qualified 
candidates be made aware of the job openings in due time9.

Some job announcements state that a candidate should have a certain level of educational qualification in 
a ‘relevant field’. Often, it is quite difficult to ascertain what can be considered as a relevant field. It is the 
responsibility of the institution’s HRMD Committee to decide what the ‘relevant field’ of educational qualification 
must be, based on the work he/she will perform10. 

9 Article 3.1 (a), 3.3 (a), (b) of “Standards and Policies on Selecting and Recruitment of Employees for Civil Service Positions”. 
10Interview with CSC
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Findings
	 Discussed below are the issues and recommendations given to selected cases of recruitment from the 
civil service institutes which were investigated by the ACC between the period 2015 to 2017.

The Civil Service Regulation 2014 states that, “An HRMD Committee member shall not participate in any meeting 
of the Committee where an issue being deliberated upon includes the interest of the member’s spouse, child, 
dependent by Islamic Sharia or by law or includes the interest or any involvement of the member”. Therefore, 
unless the family relation is one mentioned above, it is not a breach of regulation. However, in such circumstance 
the best practice for the interviewer avoid representation in the interview panel, if there is any potential conflict 
of interest that may arise from family ties or related association to the applicant as there is a chance of being 
biased towards the candidate, and hence being unfair to other candidates.

Sections 3.4 (b) and (c) of the “Standards and Policies on Selecting and Recruitment of Employees for Civil 
Service Positions” provide that institutions must prepare to accept the applications of candidates who apply 
for the job within the deadline. The date, time and name of the staff who receives the application should be 
noted accordingly. Also, it specifically states that applications or required attachments should not be accepted 
after the given deadline.

Administrative negligence such as this can lead to misallocation of jobs to candidates who are unsuitable 
or incompetent for the vacancy in question. It is also against the standard procedure of interview panel 
to incorrectly vet the candidates and analyze their capabilities which is a clear case of negligence by the 
Committee. 

Case 2: Recruitment of staff for a government office
Issues Recommendations

1.	 Accepted application after the deadline 
specified in the job announcement.

2.	 Paid performance allowance without 
proper performance evaluation.

1.	 Ensure that applications are not accepted past the 
given deadline.

2.	 Appropriate action must be taken against staff who 
fail to comply with the set procedures and guidelines.

3.	 Ensure that supervisors comply regularly with the 
responsibility of evaluating the performance of staff.

4.	 Practical examinations must be conducted while 
recruiting technical staff to confirm their capacity.

Case 3: Recruitment of staff for a Council Secretariat
Issues Recommendations

1.	 Incorrect figures entered to the mark 
sheet.

2.	 Interview panel signed the mark sheet 
without proper check of figures

1.	 Figures and additions in the mark sheet should be 
properly checked by interview panel before signing 
the sheet.

2.	 HRDM Committee members who neglects the CSC 
recruitment rules should be banned from re-sitting 
interview panels 
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Corruption and Administrative Corruption
	 Corruption is a combination of human behavior and other variables which cannot be identified as a 
single and independent phenomenon  (Kataeva, 2011). There is a plethora of opinions which indicate that 
corruption involves illegal activities conducted to maximize self-interest or provide self-centered advantage 
to another irrespective of people’s rights. It is commonly defined as the abuse of public or corporate office for 
private gain (The World Bank, 2005). And according to Transparency International (TI) corruption is the abuse 
of entrusted power for private gain. Therefore, by definition the use of one’s position to gain undue advantage 
or provide undue advantage to a third party is considered to be corruption. As this research focuses mainly on 
administrative corruption, we define administrative corruption as the abuse of roles, powers, or resources in 
the administration of public office for a private gain.

Negligence
	 For the purpose of this research we define negligence as breach of official duty by neglecting laws, 
regulations, procedures and best practices in the public office which could result in creation or increase risk of 
corruption.

Research Method
	 The empirical evidence for the purpose of this research was collected from a desk review of investigated 
recruitment cases concluded at the ACC through 2015 to 2017 and from selected key informant interviews. The 
selected key informants were the Senior level staff of CSC who directly examines recruitment complaints and 
monitors recruitment compliances. Understanding of the current recruitment process of the CS institutions 
and about actions taken with regard to misconducts in recruitment, was gained through the interview.

	 Through a non-probability sampling technique, a total of 7 cases were selected that reflected 
recruitment processes at the Maldives Civil Services. Further, to complement the research, secondary sources 
of information examined were constitutional and mandatory documents such as rules and regulations, gazette 
notifications, processes, policies and practices of the recruitment process. Evidence from the investigated 
cases and interviews were analyzed to identify violations, and misconduct in recruitment processes that 
involved regulatory breaches and administrative negligence that caused increased risks for corruption in 
institutions

Case 1: Recruitment of an Administrative Officer to a Council Secretariat
Issues Recommendations

1.	 Letter sent to CSC to check if candidate 
meets the application criteria while the 
candidate clearly did not meet the criteria 
for the job

2.	 Conflict of interest (relative of 
applicant being in the Human Resource 
Management Development Committee)

1.	 As specified in the Civil Service Regulation 2014, if 
a candidate does not meet the specified criteria for 
a particular job he/she should not be considered 
for the job and as such, it is not necessary to give 
the candidate points for other areas of his/her 
application.  

2.	 In case of conflict of interest, persons whose relative 
is an applicant should not be present in the HRDM 
Committee meeting and such members should not 
take part in the interview panel.
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Thus, the findings of this study will not only help identify administrative negligence and violations but 
illustrates possible remedial measures, challenges and ways to strengthen monitoring mechanisms to ensure 
effective execution and transformation in the recruitment processes and practices where the outcome would 
result in higher integrity with stronger institutions. A robust and uncorrupt recruitment system in the civil 
service will help civil service organizations to employ staff who are competent, qualified and right match for 
the job fit. The recommendations given in the research will help policy makers to make informed decisions on 
how to frame a system that ensures that the rights of all candidates who enter the recruitment process, are 
upheld and that competent staff are selected through system of compliance and integrity.

Conceptual Analysis
This section will highlight about existing theories and research built on similar studies. The key concepts which 
are relevant to the study are presented below.

Recruitment
According to Dale Yonder, “Recruitment is a process to discover the sources of manpower to meet 

the requirements of the staffing schedule and employee effective measures for attracting that manpower in 
adequate number is required to facilitate effective selection of an efficient working force” (Naveen & Raju, 
2014). Whereas Schuler, Randall S (1987) defined recruitment as “the set of activities and processes used to 
legally obtain a sufficient number of qualified people at the right place and time so that the people and the 
organization can select each other in their own best short and long term interests” (Richardson, 2012). A much 
simpler understanding was provided by Edwin B. Flippo (1984) who described recruitment as, “The process of 
searching the candidates for employment and stimulating them to apply for jobs in the organization.” (Naveen 
& Raju, 2014). 

Therefore, for the purpose of this research, recruitment is the process of connecting jobs to attract 
potentially the right candidates through a system of evaluation to match the requirements of a job. Organizations 
must therefore analyze the requirements of the job announced, in order to select the best candidate. 

Selection
Swanepoel, Erasmus, Van Wyk and Schenk (2003:311) define selection as “the process of trying to 

determine which individuals will best match particular jobs in the organizational context, taking into account 
individual differences, the requirements of the job and the organization’s internal and external environments” 
(Motsoeneng, 2011). Selection is defined as the process of differentiating between applicants in order to 
identify those with a greater likelihood of success in a job. Selection is basically picking an applicant from (a 
pool of applicants) who has the appropriate qualification and competency to do the job (Naveen & Raju, 2014).

Hence, we define selection as the next step in recruitment which involves evaluating different candidates 
through various steps like evaluation of application, interviewing, practical tests, checking with referees, etc. to 
choose the most suitable candidate for the job.

Recruitment and selection play a pivotal role in service delivery and if used efficiently can help sustain 
an organization’s competitiveness (Bardzil & Slaski, 2003). Therefore, it is crucial that effective practices are 
used in recruitment that is at par to achieve the organizational strategic goals.
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	 Moreover, it was identified in the Corruption Perception of Civil Servants Survey 2014, that 45% of the 
employees agreed that preferential treatment in employment process was perceived to be the most common 
form of corrupt activity that occur in the Civil Service institutes of Maldives. The CSCs research in 2017 also 
supported this, as 24% of respondents agreed that they had experienced abuse of power in recruitment and 
promotion, in their office, elucidating that the trend has been on-going and that no solutions were found to the 
issue.

Research Problem
	 Looking at the cases registered with the Anti-Corruption Commission (ACC), it is noticed that 19%, 11% 
and 13.5% of cases were related to recruitment during the years 2015, 2016 and 2017 respectively. This is the 
second most common type of cases registered at ACC. Some of the complaints registered include cases of 
negligence, administrative irregularities and misconduct in execution of due process.

	 Also, it was stated in the Corruption Perception of Civil Servant’s Survey of 2014, that by perception, 
preferential treatment in employment process was the most common (45%) form of corrupt activity that occur 
in the CS institutes. This finding compliments that of the 2017 research conducted by the CSC where 24% of 
the respondents agreed that they had experienced abuse of power in recruitment and promotion, in their office.

	 Furthermore, the analysis of the cases investigated by the ACC suggested that administrative 
negligence and breach of regulations was the main cause of irregularities noticed in the recruitment of staff. 
It can be argued that such practices, although not categorized as corruption, can lead to corrupt behavior and 
hinder the integrity of the whole organization. Therefore, it is imperative that the reasons for the occurrences 
of such practices are well analyzed in order to understand its linkages to corruption and to mitigate violations 
in recruitment processes.

Research Questions
This research will focus mainly on the following questions in order to examine the research problem.

1.	 What are the practices in recruitment that create risk of corruption in the CS institutions of Maldives?

2.	 What are the causes that create risk of corruption in the CS institutions of Maldives?

3.	 What could be done to avoid such practices in the CS?

Research Objectives
1.	 Analyze the practices and causes in recruitment that create risk of corruption in the CS institutions of 

Maldives.

2.	 Recommend ways to make the recruitment process of CS more ethical and corruption risk free.

3.	 Assist policy makers make evidence based decisions to reform recruitment processes of the CS.

Significance of Research
	 The study will help uncover critical areas in the recruitment process which are susceptible to 
exploitation in the administration and management of recruitment. The recommended approaches analyzed in 
this research demonstrates an adequate guidance to address the relevant gaps needed to be adhered through 
laws and regulations in recruitment and apply the laid rules.
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Introduction

	 Corruption is a demonstrated multi-faceted phenomenon that could exist at all levels and aspects of 
organizations. The involvement of corruption or fraud practices in the recruitment of staff and in the process 
of human resources function is often identified in organizations, where human capital deemed to lack strategic 
importance given to the resource of an organization. It is one of the main causes of concern as it may result 
in the escalation of unethical behavior in several other areas of the organization. The result of such practices 
and behavior may fall heavily on the organizational performance and its productivity.

	 This research aims to study the recruitment practices of Civil Service (CS) institutes in the Maldives and 
determine how they involve the risk of corruption. Also, recommendations on ways to improve the recruitment 

methods will be discussed.

Background
Maldives Civil Service’s Recruitment 
	 The Maldives Civil Service is the biggest employer in the Maldives. Statistics show that by the end 
of 2017 there were 21847 people employed as civil servants. In 2017 alone, 1454 permanent staff and 483 
temporary staff were recruited6. Therefore, considerably a large proportion of the country’s population depends 
on civil service jobs, making the recruitment process of civil service a vital matter which involves the rights of 
a lot of potential candidates.

	 The Civil Service Commission (CSC) is the parent institution of all CS institutes in the Maldives. In an 
effort to make the recruitment of civil servants more effective, and to ensure that a full record of civil servants 
employed is kept in the CSC’s data base, the recruitment of all civil servants is monitored and approved by the 
CSC since 1st May 20177. This work was previously done by the government ministries. 

	 Distinctively, CS offices of the Maldives are responsible for organizing their recruitment processes, 
which involves screening, interviewing and evaluation of candidates, after which the documents of the most 
qualified candidates are sent to the CSC for hiring approval. Hence, the CS recruitment is organized as a 
partially centralized system where jobs are appointed only after the approval of the CSC, who confirms that all 
the procedures and guidelines are adhered to8. 

Perception of Corruption in Recruitment in the Maldives 
	 According to a research by Transparency Maldives (TM), 73 percent of interviewees from the atolls 
reported that most of the jobs in their respective islands were given to people who had family connections to 
those in high positions. They reported that the likelihood of associated persons being pre-assigned to a job are 
practiced and the advertisement for the post is only a formality. 

	 As per the research, interviewees from Male’ had the same concern, but for attaining jobs at higher 
levels. It stated that most Male’ interviewees were under the impression that those with connections or 
with political influence were given unfair advantages in the job selection process of higher positions in the 
government and public companies (Transparency Maldives, 2015). 

6 Civil Service Commission Annual Report 2017 
7Civil Service Commission Annual Report 2017
8Interview with CSC
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Abstract

The primary objective of this research is to examine violation of rules and regulations in the 
recruitment processes and practices of the Civil Services Commission (CSC) of the Maldives. It is known 
that there is breach of regulation which is likely to adversely affect competency of staff and deter integrity 
in the system. Most notable is that cases of negligence were considered as trivial issues to the executing 
staff which were dismissed as carelessness. Issues identified from cases were negligence, administrative 
irregularities, and misconduct in execution of due process. Such occurrences are frequently observed in 
public offices mostly at the local governance level.  

This study aims to look into selected samples taken from recruitment, selection and hiring 
processes. It is evident from this research that there is a close linkage between violation of regulations, 
administrative procedures and corruption risks. The core element of research problem in this paper 
is the underlying issues of recruitment process in island level. Repetitive nature of such issues are 
detrimental to the organizational reputation and integrity of CSC. Negligence in the recruitment process 
is expected to cultivate corruption risks and infringements of employment rights in the public service 
sector and is likely to cause poor performance and decrease productivity levels which inhibits weakness 
in governance. 

This research is grounded through analysis of recruitment related cases investigated at the 
Anti-Corruption Commission (ACC) during 2015-2017. Furthermore, backed by relevant literature, a Delphi 
based method of qualitative research is administered with semi-structured interviews of information 
and data collected from the Civil Service Commission (CSC).  

The findings of this research highlights remedial measures, challenges and ways to strengthen 
monitoring mechanisms to ensure effective execution and transformation in the recruitment processes 
and practices. As a corrective measure, regular and effective compliance audit, closer monitoring and 
guidance of staff performance, and continuous trainings on relevant rules and regulations are substantial 
to reduce the risks associated with violations committed by the staff.  Thus, the study will help Civil 
Service Institutions to reinforce their recruitment practices in a way that promotes a culture of integrity 
by proposing recommendations to the identified problems.

Keywords: Negligence, Corruption Risk, Integrity and Recruitment process
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