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1.               INTRODUCTION

	 This handbook seeks to provide a set of guidelines on implementing business integrity 
measures for business associations, professional associations, cooperative societies and 
civil society organizations in the Maldives. To gain credibility and trust from those that 
organizations seek to serve, it is important that their activities do not merely comply with a 
set of laws or rules but also adhere to business integrity and ethical standards and principles 
at the organizational level.

1.1 Purpose of the Guide

	 This handbook is designed as a tool to help organizations implement measures that 
encourage business integrity and assess whether their current policies and practices align 
with business integrity best practices. The guidelines and policy templates provided in this 
handbook are designed to be broadly applicable to business associations, professional 
associations, cooperative societies and civil society organizations, regardless of the 
organization’s scope and nature of work.

	 All organizations can benefit from adopting measures suggested in this handbook 
as the adoption of best practices and minimum standards of business integrity, provides an 
ethical check for an organization, and also serves as a statement to beneficiaries, donors, 
and the public that the organization values the importance of business integrity standards.

	 The handbook is designed to be used as both a self-regulatory checklist and a tool for 
discussion for organizations to reflect and review its own core principles, values, standards 
and ways of conducting its services and activities. 
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1.2 How to use this handbook

	 The handbook provides guidelines on nine areas of business integrity including 
transparency, accountability, internal control, fundraising and resource mobilization, 
procurement, whistleblowing and reporting, conflict of interest, gift policy and code of 
conduct. Organizations can firstly assess if their existing policies and practices cover the 
provided checklist-style guidelines. In addition to guidelines, the handbook also provides 
policy frameworks or templates in the following areas:

            Whistleblowing and reporting
	 Conflict of Interest
	 Gift Policy

The policy frameworks and templates are designed to make it easier for organizations to 
modify and adopt business integrity policies, based on these templates. Translations of these 
policy templates are also provided in Dhivehi, as attached in the annexes. 

This handbook also provides a self-assessment tool as an organization checklist for 
organizations to assess their own compliance to business integrity standards and policies 
and prioritize which areas in their operations need better compliance to business integrity 
standards.
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2.	  TRANSPARENCY 

	 Transparency refers to the act of being open and proactively disclosing information, 
rules, plans, processes and actions; and is one of the key business integrity standards all 
organizations should uphold and adhere to. Where members and the public are able to access
 information about an organization, and where the organization is proactively transparent, trust 
in the organization will be enhanced. Transparency standards can also act as a deterrence 
for corrupt practices/behavior. To garner public confidence and trust, organizations should 
demonstrate that they are accountable and transparent to the public and proactively disclose 
information. 

	 Organizations can enhance transparency by undertaking the following transparency 
measures, except when information is legally protected such as, for reasons of protection of 
intellectual property or other confidential information.               

Public disclosure of information about the organization’s governing board members 
and senior management.
Public disclosure of information on programs, outcomes and annual work plans.
Public disclosure of policies and governing documents.
Public disclosure of annual activity and financial reports.
Public disclosure of recruitment announcements.
Public disclosure of procurement announcements.
Ensure that the organization has an online platform, either a website or presence on 
other free social media platforms and that information is updated regularly.
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3.	   ACCOUNTABILITY 

	 Accountability refers to the concept that organizations are held responsible for 
the execution of their duties and the decisions and actions in their area of responsibility. 
Accountability measures will instill trust and confidence both internally and externally for 
an organization and will ensure everyone is answerable for their actions and deter abuse of 
authority.

There are many measures organizations can undertake to promote accountability 
including:           

Ensure effective record keeping of decisions in the form of minutes, including reasoning 
behind decisions which will allow others to review decisions.
Ensure that mechanisms are in place internally to undertake disciplinary actions 
inclusive of effective, dissuasive and proportionate sanctions for violation of internal 
policies and code of conduct.
Ensure that administrative procedures are in place to uncover and investigate corrupt 
behavior.
Establish a legal unit or function in the form of legal advisor in the governing board, 
a legal officer in the operations team or a pro bono legal advisor, in order to ensure 
compliance to rules and regulations.
Establish a whistleblowing and reporting mechanism so that employees, members, 
volunteers and associates can report complaints and concerns.
Ensure that the whistleblowing and reporting mechanisms are accessible and 
reliable, and provide protection from all forms of retaliation.
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4.	   INTERNAL CONTROL 

	 Internal controls are rules, procedures and practices that are designed to systematically 
prevent opportunities for misuse and misappropriation of finance and assets, and ensure 
compliance. Properly laid out internal control measures will set forth the procedures the 
organization will follow in its financial management and operational effectiveness.

Establishing adequate internal controls help the organization in a number of aspects by:

Acting as a deterrence to fraudulent and corrupt practices.
Safeguarding the organization and its resources and assets.
Setting a system of checks and balances.
Ensuring that resources are used in a transparent and effective manner to achieve its 
mission.
Strengthening the trust of its members and stakeholders; especially donors or 
funding bodies.
Ensuring compliance with relevant laws and regulations.
Establishing a mechanism that can hold responsible individuals to account.
Identifying risk areas or weak areas that have the potential to be abused.

Establish policies and procedures for financial management.
Establish the required level of authorities for reviewing or authorization of transactions.
Segregate duties, particularly in financial processes in order to ensure checks and 
balances.
Maintain financial records along with records of relevant meetings or communications 
or decisions.
Safeguard assets by maintaining a fixed asset register and an inventory.
Audit to review the effectiveness of internal control measures and identify areas for 
improvement.

The following must be considered in designing an adequate and effective internal control 
mechanism in an organization:
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5.	  FUNDRAISING AND RESOURCE MOBILIZATION 

	 Organizations seek resources for their growth and operations, and often an 
organization’s access and ability to mobilize resources and raise funds plays a crucial role in 
its sustainability. Instead of focusing on fundraising alone, many organizations today focus 
and strategize on resource mobilization to obtain resources in the form of support from local 
communities including local expertise, volunteerism, in-kind contributions and gifts.

	 Organizations engage in a wide range of fundraising activities, ranging from internal 
fundraising through membership fees to fundraising from outside their organization from 
foundations, private businesses, individual donors, foreign embassies, aid agencies and 
government agencies. In its pursuit to mobilize funds, it is paramount that each organization 
has safeguards in place to ensure that donations and financial contributions it receives are 
not used as subterfuge for corruption and that its fundraising strategy is free of improper 
motive, conduct or personal benefit. To achieve this, there is a need for organizations to 
follow ethical standards and have internal controls to ensure that fundraising activities are 
consistent with the mission of the organization and do not compromise the principles of the 
organization. 

	 The following ethical guidelines are set to serve as a guide for persons engaged in 
and/or overseeing mobilizing resources for organizations. Whilst these guidelines cannot 
possibly cover all potential ethical issues related to fundraising, it aims to act as a reference 
for decision making on whether the organization should accept a particular donation or fund, 
or not. These guidelines are also based on resource mobilization best practices with a view 
to support self-regulation.

All fundraising actions must adhere to telling the truth. Any information and materials 
provided about the organization must be honest, free from intentional misrepresentation and 
misinformation including overstating the organization’s capacity.

Set out conditions under which the organization would decline funds or assistance. As 
such, review the following before accepting funds or assistance:

If the funding or assistance is offered from an organization, business or donor whose 
activities align with your organization.

If the funding or assistance is from an organization, business or donor that profits 
from products, services or activities that does not compromise or contradict with the 
organization’s values.

If the funds or assistance is offered without an explicit or implicit political motive.

1.

2.
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Accept funding or assistance for the purposes of activities or actions that are within the 
scope and area of interests permitted by the organization’s objectives and strategic plans.

Recognize that the funds raised are on behalf of and for the public good, or in some cases 
for and on behalf of an organization’s members, and that there is a responsibility to be 
accountable and transparent. Some measures that can be taken to commit to transparency 
and accountability, particularly in relation to funds, include:

The cause or mission must be the focus of the organization instead of money or resources. 
Focus on how the funds will benefit communities and make a difference. Aggressive 
fundraising tactics focusing on money, stressing on urgency and guilting the public or donors 
to donate could strain relationships or negatively impact the reputation of the organization. 

If the funding or assistance offered is not sourced or as a result of profit from illegal 
activities.  

If the funding or assistance is offered by a known and trusted source.

Public disclosure of information about the organization’s governing board, programs, 
and outcomes on a website or social media platforms.
Public disclosure of annual activity and financial reports on a website or social media 
platforms. 
Demarcate source of funds on publicly disclosed financial reports.
Undertake annual audits and publicly disclose audit reports.
Ensure that the financial requirements for projects or other actions are not over or 
understated when fundraising.
Make it an internal practice to write and board/management approve project/activity 
reports, whether a donor requires periodic reports or not.
Ensure adequate oversight including reviews and approval of activity and financial 
reports.
Ensure adequate oversight mechanisms to protect against double funding and diversion 
of dedicated funds to uses other than for which funds were received or approved.

3.

5.

4.

Base resource mobilization actions on a healthy fundraising strategy which includes:

Balancing approach with different goals of administration, recruitment, upgrading and 
program activities.
Diversification strategies where income sources for the organization are drawn from 
multiple sources.
Plans for financial sustainability of the organization.

6.
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Cultivate long term and meaningful relationships with the community the organization 
seeks to serve, and with supporters who believe in the organization’s cause or mission. 

Comply with donor requirements and restrictions, timely reporting; and respect donors 
and funders by using face to face engagements (where possible) and giving due
acknowledgment.

Establish a mechanism to receive and address complaints related to the organization’s 
fundraising practices and tactics, open for internal and external reporting.

Ensure that the organization does not overly rely on and receive funds from one donor as 
a control measure to prevent one donor or funder’s excessive influence over the organization. 

7.

8.

9.

10.
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6.	   PROCUREMENT STANDARDS AND PRINCIPLES

	 Procurement is the process of obtaining goods and services in order to undertake the 
operations of the organization. The procurement process involves procedures in purchasing 
goods and services including initiation of purchasing decisions, budget allocations, method 
of procurement, preparation of tender, evaluation, and contracting.

	 As private sector organizations and civil society organizations draw their sources of 
income from sales, investments and other methods of generating income, their focus is more 
often on saving the most money, and speeding up the process to obtain the goods or services. 
While procurement processes vary from organization to organization, all organizations seek 
to obtain goods and services as economically as possible and based on sound business 
judgment. The following minimum standards should be included in procurement policies 
adopted by organizations. 

Integrity: 
Ensure that the procurement is carried out in compliance with internal rules and regulations; 
hold the transacting parties to honest and ethical actions and adherence to ethical standards; 
and via a fair and open competitive process in order to get the best quality product or service.

Administrative processes and decisions should be in compliance with written rules 
and allow limited scope for discretionary decision making. 
Due diligence should be undertaken of suppliers, contractors and bidders. 
Planning and decision making on procurement should be distributed as much as 
possible.

Establish procurement thresholds in order to decide which procurements should be 
subject to open competitive bidding.
Publicly disclose information on tender opportunities, technical specifications, 
selection criteria, key steps of the tender evaluation process and award decision. This 
information can be made available on the organization’s website and along with the 
tender announcement.

Transparency: 
Ensure that the rules, regulations, processes, plans and decisions of the procurement process 
are accessible to all potential bidders and public at large in order to facilitate healthy open 
communication.
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Procurement officials should be provided with continuous training on procurement 
laws, regulations and standards.
Ensure that procurement officials are aware of risk areas for corruption within the 
procurement function or procedures.
Procurement function must be established properly as a unit or a function with proper 
supervision or oversight mechanism.

Accountability:
Ensure that the officers and executives undertaking procurement processes are held 
accountable.

Record all decisions made and the reasons for the decision in order for others to review 
decisions.
Segregate duties.
Establish a whistleblowing and reporting mechanism to deter wrong doings in the 
procurement process. 
Establish disciplinary action procedures. 
Establish an oversight mechanism in the form of a procurement committee.

Suppliers and contractors should be selected on the basis of their qualifications and 
technical and financial merits of their offers; and selection justification should be 
recorded and provided to bidders. 
Ensure equal treatment of all bids including equal provision of information, deadline 
setting and confidentiality.

Fairness: 
Ensure that the procurement process is free from preference, judgment, self-interest and 
favoritism. 

Professionalism: 
Ensure that procurement function is not merely seen as an administrative day to day task 
that can be performed without the necessary knowledge and skills.

13
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7.          WHISTLEBLOWING AND REPORTING MECHANISM

	 Whistleblowing is the most common way of detecting unethical behavior and corrupt 
practices among employees, members and management. Whistleblowing is the disclosure 
of information about a perceived wrongdoing in an organization, or the risk thereof, to 
individuals or entities believed to be able to effect action. The terms whistleblowing and 
reporting are often used interchangeably and for the purpose of this handbook, the terms are 
used interchangeably. 

	 Whilst taking into account cultural and other obstacles that prevent reporting, it is 
important that organizations have a safe complaints mechanism where employees, members 
and the general public are able to lodge complaints and report suspicious behavior. A 
proper whistleblowing mechanism should facilitate ways to receive and handle information, 
conduct investigation, undertake decision-making and corrective measures. The following 
are some guiding principles of a best practice whistleblowing and reporting mechanism in 
an organization: 

Establish a standalone policy/procedure and mechanism for whistleblowing and 
reporting in order to ensure certainty, clarity and seamless application of the 
whistleblowing policy/procedure.
Establish a committee or unit to monitor and periodically review the operationalization 
of the whistleblowing policy.
Establish robust and comprehensive protection for whistleblowers, securing their 
rights and ensuring a safe alternative to silence.
Encourage the use of internal whistleblowing systems and ensure its accessibility, 
both internally and externally.
Ensure a thorough, timely and independent investigation of concerns and have 
adequate enforcement and follow-up mechanisms.
Ensure that the identity of the whistleblower is not disclosed without the individual’s 
consent, and provide mechanisms that allow anonymous disclosure.
Ensure protection of the whistleblower against any disadvantage as a result of 
whistleblowing. This shall extend to all types of harm, including dismissal, job sanctions, 
punitive transfers, harassment, loss of status and benefits, and the like.

Guided by the above principles, the following is a template which organizations can modify, 
adapt and adopt relevant to the organization’s structure, existing policies/procedures and 
operations. Annex 1 provides a Dhivehi translation of the whistleblowing and reporting policy 
template.
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7.1            Template: Whistleblowing and reporting policy

Establishing a reporting mechanism where members, employees and associates 
are able to raise concerns internally without retaliation or reprisals.

Providing guidance on how to report a suspected violation, or related integrity 
concern, safely and confidentially.

Establishing measures that (name of the organization) will take to protect the 
identity of those that report violations/concerns. 

Establishing procedures on how reports are dealt internally.

1.1    Purpose:

The purpose of this policy is to facilitate disclosure at (name of the organization) and encourage 
an open and accountable organization by:

Guidance Note:

A whistleblowing and reporting policy should include the following: 

	 Definition of whistleblowing. 
            Scope of application.
	 Procedures for reporting violations.
            Handling of reported violations.
	 Protection measures for whistleblowers.

The following policy template sets minimum standards and individual whistleblowing and 
reporting policies can be expanded as required by the organization or in accordance with the 
Whistleblower Protection Act 16/2019.

      Introduction

This whistleblowing and reporting policy is intended to encourage and enable members, 
employees and associates of (name of the organization) to raise concerns and report internally 
so that (name of the organization) can address and correct inappropriate and unethical 
conduct and actions. This policy is also intended to facilitate mechanisms to report violations 
of (name of the organization’s) code of conduct or suspected violations of law or regulations 
that govern (name of the organization’s) operations.

1.

a.

b.

c.

d.

16



In this policy “reporting”, “disclosure” and “whistleblowing” is used interchangeably. For 
the purpose of this policy, whistleblowing is the disclosure of information about an active, 
previous, attempted or potential wrongdoing or violation or misconduct in (name of the 
organization).

Whistleblowers are defined as persons who report breaches of (name of the organization) 
code of conduct, internal policies and law, with the reasonable belief that the information 
reported is true at the time of reporting.

This policy is applicable to all those working for or with (name of the organization) including 
employees, members, volunteers, consultants and contractors.

Reports and/or concerns can be raised by those who have been subjected to, affected by, 
witnessed, received information about, or otherwise suspect any violation of (name of the 
organization’s) code of conduct or law or regulations that govern (name of the organization) 
operations. 

Disclosures must be made within 2 years after the occurrence of the event/incident.

Reports of suspected violations can be made verbally or in writing to any of the following 
channels.

Employees, consultants, contractors and volunteers can report, verbally or in 
writing to a line manager or supervisor. If it is not comfortable to speak or write to a 
line manager or supervisor then, they can report using any of the following channels. 
Members of the organization can also report using the channels outlined below.

Reports can be made identifiable or anonymously by calling (Phone number) or by 
e-mailing (e-mail address) or by filling the online form available at (website address).

Reports can be made to the (name of the organization) Compliance Officer (where 
applicable).

Reports can be made to the Chief Executive Officer or the Governing Board of 
(name of the organization).

1.2   Definition:

1.3  Scope of application:

2.1  Reporting procedure

      General Policy2.

a.

b.

c.

d.
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Broad description of the suspected violation.
Detailed information including details where and how the incident or issue of 

violation happened, who is involved, how the reporter came to know about it, when it 
happened, if there are any witnesses, victims or affected persons due to the issue or 
incident.

Supporting documents.
Date of reporting.
Preferred contact details.

A Compliance Officer shall be assigned to receive, assess, investigate and respond 
to complaints received under this policy. (Note: Compliance Officer may be a board 
member, the Executive Director or other HR officer designated by the organization).

Following the receipt of a report through any of the internal reporting channels, 
(name of the organization’s) Compliance Officer will notify the person who submitted a 
report and acknowledge receipt of the reported violation or suspected violation within 
3 working days.

All reports will be promptly assessed, investigated where warranted, and appropriate 
corrective or other appropriate action will be taken if warranted by the investigation. 

Regular updates shall be provided to the whistleblower upon request and a final 
case outcome report shall be provided to the whistleblower.

2.2  Information to be included in a report

2.3  Handling reports

Reports submitted under this policy are encouraged to include as much information as 
available, including the following suggested details: 

a.

b.

c.

d.

a.
b.

c.
d.
e.

18



3.1  Anonymous reporting

Reports made anonymously through the internal channels provided by (name of the 
organization) under this policy will be treated as seriously as non-anonymous reports and in 
accordance with this policy. 

Limitations to anonymous reporting: 

This whistleblowing and reporting policy shall be made available to all members and staff 
associated with (name of the organization).

Individuals reporting under this policy are protected irrespective of the outcome 
of the reporting process including those who made inaccurate reports genuinely and 
reasonably believing that the information disclosed was true at the time of reporting.

The whistleblower identity and related information are protected from disclosure.
Whistleblowers are protected from any and all forms of retaliation, disadvantage, 

or discrimination at the workplace linked to or resulting from whistleblowing. This 
includes;

Dismissal.
Removal from duties.
Reduction of working hours.
Probation.
Withholding allowances or decision on such allowances as a punishment.
Ban or restriction on promotion or training opportunities.
Demotion or restriction on allowance.
Issuing threats and warnings and causing loss and damage.
Such other activities carried out against the whistleblower.

The governing board must address and compensate for, where necessary, for any 
retaliations as per 2.4 (c) against individuals that suffered retaliation for reporting in 
accordance with this policy. 

Whistleblowers are protected from any legal proceedings for disclosures made in 
accordance with this policy.

Difficulty in providing comprehensive protection to a person whose identity is 
unknown. 

Assessments of reports may be limited in scope or focus where it is not possible to 
communicate or seek further information/clarification from the reporting person. 

The reporting person will not be informed of the progress and outcome of the 
investigation. 

3.
a.

a.

b.

b.

d.

c.

c.

e.

19
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8.	   CONFLICT OF INTEREST POLICY

	 Conflicts of interest themselves are not evidence of wrongdoing, however, if 
detected and addressed timely, it can prevent any impropriety and possible disrepute to an 
organization. Identifying and managing conflicts of interests is a key preventative measure to 
create a high ethical standard within an organization and its members, and safeguards the 
organization from being abused or misused for personal gain or purposes that deviate from 
the organization’s legitimate purposes.

	 Measures to address conflicts of interest in an organization’s operations can take the 
form of a separate conflict of interest policy, as behavioral standards on conflict of interest 
stipulated as part of the code of conduct, as specific management rules on conflict of interest 
or as provisions in employment agreements. Whichever format an organization chooses, it 
is important that guidelines are in place to identify conflicts of interest and ways to address 
them in order to ensure that instances of actual, potential and perceived conflicts of interest 
are addressed and opportunities for unethical or corrupt behavior is deterred. As such, the 
following are some best practice measures that organizations can undertake to regulate 
conflicts of interest, and mitigate and address such situations.

Ensure specific layers of the organization such as the governing board members 
and top management are obliged to declare their past and present interests at the 
commencement of the term of service, as well as declare any additional interests 
regularly during their tenure. 
Ensure that the disclosure requirements include declaration of private interests such 
as business activities and employment, as well as financial interests. Organizations 
are encouraged to require senior officials to include and disclose the interests, holding 
and liabilities of spouses and children, in addition to declaration of their own interests. 
Establish clear procedures on how to address conflicts of interest situations including 
conditions and procedures for recusal from decision making or participation in 
discussions, restrictions on access to information, and complete withdrawal or transfer 
from a duty or position from a conflict of interest situation.
Establish sanctioning or disciplinary action for failure to declare and manage conflicting 
interests. 
Additional conflict of interest mitigation measures organizations can adopt include 
restrictions on secondary employment, restrictions in hiring immediate family members, 
restrictions in procurement, and measures on revolving door.

Whilst it is impossible to address all possible conflicts of interest, the following conflict of 
interest policy template covers minimum standards on conflict of interest. Annex 2 provides 
a Dhivehi translation of the conflict of interest policy template.
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8.1              Template: Conflict of interest policy

Ensuring that governing board members, members and employees of (name of the 
organization) are aware and sensitive to potential conflicts of interest

Preventing the personal interest of the governing board members, members and 
employees and independent contractors from interfering with their duties to the 
organization

Avoiding any unethical financial, professional or other gain on the part of the 
individuals. 

Providing guidance on how to avoid and address conflict of interest situations.

The purpose of this policy is to protect the interests of (name of the organization) by:

Guidance Note:

A conflict of interest policy should include the following:

Definition of what constitutes a conflict of interest.
Procedures for disclosing a conflict of interest to the appropriate leaders.
A requirement that any individual with a conflict should not be present at or participate 
in deliberation or vote on the matter.
Prohibition against any attempt by an individual to improperly influence the deliberation 
or voting on the matter related to a conflict.
Requirement that the existence and resolution of the conflict of interest be documented 
in the organization’s records.
Procedures for disclosing, addressing, and documenting related transactions.

      Introduction

This policy defines what constitutes conflict of interest, procedures for disclosing conflict of 
interest, procedures for managing and addressing conflict of interest.

1.

a.

b.

c.

d.

The following policy template sets minimum standards and individual conflict of interest 
policies can be expanded as required by the organization.

1.1  Purpose:
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2.1  Duty to disclose

Every person associated with (name of the organization) must avoid or manage any, real, 
potential or perceived conflict of interest (inter alia by refraining from any decision making or 
voting on matters subject to a potential conflict of interest), and have a duty to disclose any 
potential or actual conflict of interest which arises through his/her association with (name of 
the organization).
 
2.2  When and how to disclose

Governing board members and management officials shall declare all their financial 
and non-financial interests apart from those which could not potentially lead or be 
perceived as a conflict of interest. 

Governing board members shall declare their financial and non-financial interests 
by filling a register of interest, at the beginning of their term of service.

Register of interest of the governing board shall be made available to members and 
the public.

Governing board members shall update the register of interest bi-annually.
In addition to annual disclosure, ad hoc declaration should be practiced when a 

situation arises.
Where there are personal safety risks or similar serious concerns regarding full 

publicity of the register of interest, parts or even the whole of the declaration should be 
submitted to the Chairperson/President of (name of the organization), and act upon it 
as appropriate, in confidence.

      General Policy2.

a.

b.

c.

d.
e.

f.

For the purpose of this policy, a conflict of interest is any situation where a governing board 
member, general member or employee is confronted with a real conflict between choosing 
the duties and demands of their position and their own private interests. The conflict of 
interest could be potential as well, where a conflict of interest may arise in the future. Conflict 
of interest situations can also be a perceived conflict of interest. 

This policy is applicable to the governing board members, general members and employees 
of (name of the organization). 

The “interests of any person associated with (name of the organization)” include the interests 
of any person with whom they have a close personal relationship, including their spouse, life 
partner, children, parents or siblings.

1.2  Definition:

1.3  Scope of application:



Potential conflicts of interest should be identified and declared by the person in 
potential conflict, or reported by other members of the organization, as soon as they 
become aware of such potential conflict of interest. 

Such disclosure or report should be made to the Chairperson, Secretary General or 
another suitable senior officer assigned to report and record this disclosure.

The evaluation of a potential conflict of interest must be made by the governing 
board and by uninvolved individuals or the organization’s ethics committee. The 
evaluation may determine the absence of a conflict of interest, or it may lead to the 
conclusion that the individual should recuse him/herself from participating in the 
decision or activity with reference to the matter in conflict.

The Chairperson, and/or the respective Chief Executive is responsible for ensuring 
that all persons associated with the activities of (name of the organization) are made 
aware of the policy and procedures regarding conflict of interest.

If the governing board members reasonably believe a general member or staff 
member failed to disclose an existing or possible conflict of interest, the Chairperson 
or other members of the governing board shall inform the individual of the rationale 
for such belief and grant the individual an opportunity to explain the alleged failure to 
disclose the conflict of interest.

After hearing the individual’s response and investigating further as warranted by the 
circumstances, the governing board may take appropriate disciplinary action as per the 
disciplinary rules of (name of the organization).

This conflict of interest policy should be made available to all members and staff associated 
with (name of the organization).

a.

b.

a.

b.

c.

d.

24

2.3  Process for managing potential Conflicts of Interest 

2.4  Action on failure to disclose 



25



9.	   GIFT POLICY

	 Gifts, hospitality and expenses can be offered to organizations, sometimes disguised 
as bribes. Hence, it is important for organizations to understand what gifts and other related 
expenses are appropriate, reasonable and do not interfere in any decision-making process, 
or provide an advantage to the gift provider or its associate.

	 A gift policy provides guidelines on how and what gifts can be accepted or offered by 
an organization, and outlines gifts which are subject to prior review, which can be refused, and 
the procedures to administer gifts. Gift policies and procedures demonstrate an organization’s 
commitment to self-regulation and accountability and will act as a tool to prevent bribery and 
attempts to exert undue influence in the decision-making process of an organization.

The following are some of the measures that organizations can undertake which can be 
adopted as part of a standalone gift policy or included as part of other organizational 
policies:

Ensure that all gifts received or offered do not compromise or run counter to the
organization’s mission, principles and values.
Ensure that the organization has a recording system for gifts that fall within a 
specified criterion. Include information on the source of the gift.
Establish a review process for any gift accepted or offered in order to assess that 
gifts accepted or offered do not pose any risks to the organization’s independence, 
programs, public perception, and does not result in any potential legal implications or 
additional expenses to the organization. 
Maintain consistency and ensure informed decisions are made with regard to the 
acceptance and offer of gifts.

The following is a template gift policy with minimum standards for a best practice gift policy, 
which organizations can modify, adapt and adopt relevant to the organization’s structure, 
existing policies/procedures and operations. Annex 3 provides a Dhivehi translation of the 
gift policy template.
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9.1            Template: Gift policy

1.1    Purpose:

The purpose of this policy is to set guidelines on accepting and offering gifts on behalf of (name 
of the organization), establish safeguards to prevent the organization from undue influence 
and hidden agenda; mitigate reputational damage; and ensure that gifts accepted and offered 
by the (name of the organization) are appropriate and to protect the interests of (name of the 
organization).

The purpose of this policy is also to provide guidance to prospective donors and other individuals 
who may wish to give gifts in various forms to (name of the organization).
This policy will also serve as a guideline to (name of the organization) governing board members, 
general members, employees, and volunteers involved with accepting or offering gifts. 

Guidance Note:

A gift policy should include the following:

            Define the types of gifts/donations that the organization can accept.
	 Clarify the forms of gifts/donations that can be accepted.
	 Outline how gift acceptance procedures are administered.
	 Assign responsibilities.
	 Clarify when gifts are to be reviewed.

The following policy template sets minimum standards and individual gift policies can be 
expanded.

      Introduction

This policy defines under what circumstances a governing board member, general member, 
employee or volunteer may accept a gift on behalf of (name of the organization) and the 
procedure to follow when accepting gifts. This policy covers gifts, entertainment, hospitality 
and other expenses that organizations may receive or offer.

1.
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2.1 (name of the organization) accepts and offers gifts for purposes that will help the 
organization further and fulfill its mission, support its core programs, as well as special 
projects.

2.2 All gifts accepted and offered must be in accordance with the overall mission of the 
organization; its policies and directives; and national laws and regulations.

2.3 A gift register shall be maintained by the organization to record all gifts accepted and 
offered by the organization.

2.4 The governing board shall assign administrative responsibilities to an assigned officer in 
order to administratively record gifts; and ensure compliance to this policy.

2.5 This policy shall be made available to all members and employees associated with (name 
of the organization).

      General Policy2.

Donor: For the purposes of this policy donors are individuals or organizations that 
offer gifts. 

(i) Gifts: A gift is an item of cash or goods or any service of commercial value that 
is accepted by or offered to an associate of the organization or the organization itself 
without any return of payment, and accepted on behalf of the organization. 

(ii) “Gift” does not include 1) any discount or rebate made in the regular course 
of business 2) plaques or trophies or souvenirs 3) Attendance at lunches, dinner and 
other ceremonies that are part of the regular course of business; 4) Financial and 
material donations and sponsorships that are given as part of a program agreement.

This policy is applicable to the governing board members, general members, employees, 
volunteers and resource persons who are in a position to accept or offer any form of gift on 
behalf of (name of the organization). 

28

1.2  Definition:

1.3  Scope of application:

a.

b.



3.1   Gifts shall be accepted and offered by (name of the organization) after considering, but 
not limited by the following factors:

3.2  Decisions on the restrictive nature of a gift, and its acceptance or refusal, shall be 
determined by the governing board, in accordance with this policy.

Whether the acceptance or offer of the gift compromises any of the core values or 
mission of (name of the organization).

Whether the acceptance or offer of the gift will damage the reputation of (name of 
the organization) or negatively impact public perception of the organization.

Whether acceptance or offer of gift would result in any unacceptable consequences 
for the organization. 

Whether the primary benefit is to (name of the organization) or to the donor.
Whether the gift is accepted or offered in a form that (name of the organization) 

can use without incurring substantial expense or difficulty.
Whether the gift is offered from a controversial donor (e.g., political donor).

a.

c.

d.

b.

e.

f.

The following forms of gifts should be subject to review prior to acceptance:

Gifts from unknown or unfamiliar donors with which the organization does not have 
an established relationship.

Gifts from institutional donors (including foundations, foreign government agencies, 
corporations, corporate foundations, or for-profit entities) that might not implicitly or 
explicitly share the core values and mission of the organization.

Gifts that require review by legal counsel: E.g., securities, tangible personal property, 
life insurance, or real estate.

Gifts that could lead to conflicts of interest.
Gifts that set limitations on the organization in any form.

4.

a.

c.

d.

b.

e.
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Considerations prior to accepting and offering gifts

Gifts accepted subject to prior review

3.
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        Gifts generally accepted without review

Gifts from donors that explicitly share or align with the mission and values of the 
organization.

Gifts from donors with which the organization has an established beneficial funding 
relationship.

Gifts from non-controversial donors. 
However, if the value of the gift stated above in 5a, 5b, 5c, exceeds the value of (to 

be determined by the organization) the gift shall be reviewed by the governing board.

5.
a.

c.
d.

b.
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10.	         CODE OF CONDUCT

	 Code of conduct is individual and specific to an organization and requires ownership 
and endorsement of the code across different stakeholders in an organization. The scope and 
details of the code of conduct also varies across organizations, depending on its operations, 
type of organization and culture. The following is a guideline on how to write a code of 
conduct including definitions of key terms and the key steps organizations need to undertake 
in the process of developing a code of conduct. Annex 4 provides a Dhivehi translation of the 
guideline on how to write a code of conduct.

WHAT IS A CODE OF CONDUCT?

A code of conduct is a policy which outlines the values, standards, guidelines for behavior 
and best practices that all members and employees and/or third parties acting on behalf of 
an organization must follow.

The terms code of conduct and code of ethics are sometimes used interchangeably but both 
these terms have different meanings. 

Code of ethics is a standard of moral value by which an organization makes decisions about 
what is right or wrong, whereas a code of conduct is a body of rules and regulations that 
explain the acceptable behavior in a specific situation.

WHY IS A CODE OF CONDUCT IMPORTANT?

HOW TO WRITE A CODE OF CONDUCT

A code of conduct provides a guideline for expected behaviors within the workplace 
and in business operations of an organization. The code of conduct can be a central 
reference point when addressing any issue of ethics. Further, building awareness 
around expected behaviors opens up avenues for dialogue and engagement.

A code of conduct demonstrates the organization’s commitment to its values and 
principles, adherence to best practice, thereby contributing to strengthening the 
organizations’ credibility and legitimacy.

A code of conduct provides a clear criterion against which the behavior and performance 
of the management, members, employees, volunteers can be reviewed and can be a 
useful guide to align actions with the organization’s goals or values.
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A code of conduct demonstrates that ethics and standards are important for the 
organization and will increase the trust of members, employees, volunteers, partners, 
donors/funders towards the organization. Adherence to ethics and best standards 
demonstrated by a code of conduct also contributes to an increase in performance of 
the organization and satisfaction of members, employees and volunteers.

A code of conduct also acts as a guideline to prevent unethical or corrupt acts which 
can pose reputational and financial risks for the organization.

STEPS TO FOLLOW WHEN DRAFTING A CODE OF CONDUCT

Identify who will be included in the process of developing the organization’s code of 
conduct

Using an existing internal policy making process or practice (if available), determine who will 
be included in the process from the governing board, management, members, employees, 
volunteers and other stakeholders in order to develop the code of conduct. You can also 
extend who you include in the process to donors, beneficiaries and other partners. Broad 
organization representation and collective input will allow acceptance and effective 
implementation.

Examine past ethical issues, expected standards and behaviors from your stakeholders

Before drafting the code of conduct, consider all of the past ethical issues the organization 
has experienced and consider possible areas where ethical violations may occur in the course 
of duty or business. Following consideration of risk areas, identify how ethical conflict and 
issues can be prevented, what behaviors can be practiced and what standards should be 
upheld.

a.

b.
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Outline of code of conduct

Develop a draft code of conduct based on the following sections:

c.

The scope of the code of conduct;

The fundamental values and principles that the organization identifies as most essen   
tial to accomplishing the goals and objectives of the organization; this should include 
values that are key to uphold business integrity such as integrity, transparency, and 
accountability.

Indicate the organization’s expectation that the governing board, management, 
members, employees comply with relevant laws and regulations.



Disciplinary action on violations should be included. Disciplinary action can include 
verbal warnings, written warnings, suspension, or termination. Disciplinary action rules 
prescribed in relevant employment laws and regulations can be used as guidelines in 
taking disciplinary action against individual associates of the organization who are not 
employees.

Procedure on reporting violation of the code should be included. Reporting procedure 
guides members, employees, volunteers and other stakeholders on how to report 
violations of the code of conduct. 

Identify the compliance areas you will include in your code of conduct. The following is 
a suggested list of compliance areas that can be included:

	 Conflicts of interest.
	 Asset protection.
	 Gift policy.
	 Organizational culture.
	 Whistleblowing and reporting.
	 Confidentiality.
	 Proactive disclosure.
	 Sexual and general harassment and discrimination.
	 Substance use.
	 Privacy policy.
	 Equal opportunity.

Once you have chosen the areas to include, outline each section with the information 
you feel is most appropriate to your organization.

Consultation
Once the outline is developed, a consultation should be held with members and/or employees 
in order  to  provide  them  an  opportunity  to  comment  and  deliberate  on  its  contents. An 
in-house committee of representation from the governing board, members and employees can 
also be mobilized to develop and review the code of conduct. Where possible, beneficiaries 
and other stakeholders can also be invited to provide their input.

Communicate the code of conduct
The code of conduct should be communicated to all members, employees and volunteers. The 
code of conduct can be communicated in the form of sessions during induction/orientation 
programs or can also be part of a membership application form.

d.

e.
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11.                SELF-ASSESSMENT CHECKLIST

	 The following is a self-assessment checklist which organizations can use as a tool to 
assess their own compliance to business integrity standards and policies, and help to prioritize 
which areas in their operations need better compliance to business integrity standards.

Section A.   Leadership and Commitment

Section B.   Oversight and Governance

Yes

Yes

No

No

Partly

Partly

Planned

Planned

N/A

N/A

Does the organization’s leadership demonstrate explicit 
and visible support and commitment to integrity 
standards and anti-corruption in the organization’s 
operational plans?

1

2

3

4

5

6

7

8

9

10

Is the organization structured to govern itself 
autonomously and equipped to control its own activities?

Is the organization’s leadership required to commit to 
business integrity standards in its Articles of Association 
/Hingaa Gavaaidhu/Rules of Procedure?

Are the organization’s vision, policies and activities 
determined by any other organization (donor agencies, 
partner organization, public body etc.)?

Does the organization’s President/CEO’s job role have 
the responsibility of adherence to business integrity 
standards and establishing business integrity programs? 

Does the governing board monitor the organization’s 
program and activities to ensure compliance and 
effectiveness? 

Does the management provide resources for the 
implementation of any business integrity program?

Is the organization under any external oversight including 
review or evaluations (e.g., audits and assessment) by 
government or other affiliated bodies?  

Does the governing board evaluate the performance of 
the CEO and ensure that he/she has the support needed 
to advance the goals of the organization?

Is there a legal department or legal officer to ensure 
compliance to laws and review the organization’s 
governing and other legal documents?



Section C.   Human Resource Management

Section D.   Internal Control and Audit System

Section E.   Procurement

Yes No Partly Planned N/A

Yes No Partly Planned N/A

Yes No Partly Planned N/A

Does the organization have a written recruitment policy?

Does the governing board decide on the need to recruit 
for a post?

Are financial records accessible for members of the 
organization?

Does the organization have a written policy or procedure 
for procurement?

Is the organization required to comply with procurement 
rules set by funders/donors in addition to internal 
procurement policy/procedure?

11

12

18

24

25

13

19

14

20

15

21

16

22

17

23

Are vacant positions for staff and volunteers publicly 
advertised?

Are income and expenditure reports and activity reports 
prepared annually?

Are candidate CVs, application forms evaluated and 
interviews conducted by a panel?

Does the organization undertake annual auditing?

Does the organization carry out appropriate due 
diligence on appointing the governing board?

Is the organization’s auditing done by an external 
auditor?

Does the organization carry out appropriate due 
diligence on employees?

Are discrepancies or irregularities identified in audits 
addressed?

Are you confident that corrupt or ethical behavior by 
staff or members will be sanctioned if found guilty in 
your organization?

Is there segregation of duties among different people to 
reduce the risk of error or inappropriate action, such as 
responsibilities for authorizing transactions,
recording transactions (accounting) and handling the 
related asset (custody)?

36



37

Section F.   Budgeting and Revenue

Section G.   Asset management

Yes No Partly Planned N/A

Yes No Partly Planned N/A

Is there a procurement department or function?

Has the organization procured goods or services using 
competitive bidding?

Are discrepancies between budgeted expenses and 
actual expenses, and budgeted revenues and actual 
revenues identified and reported to the governing 
board?

26

27

33

28

34

29

35

30

39

40

36

31

37

32

38

Is there a mechanism to report noncompliance to 
procurement policies and procedures?

Are there multiple sources of revenues for the 
organization? 

Are standard form contracts used?

Are funds from the government, and other sources 
clearly demarcated? 

Does the governing board approve the organization’s 
annual budget?

Are there policies or procedures to record and track 
items purchased and used? 

Are there procedures to ensure that the organization’s 
assets (telephones, printers, vehicles etc.) are used only 
for its intended purpose?

Are sources of funds published in your annual financial 
reports?

Are internal financial statements regularly prepared and 
provided to the organization’s governing board?

Is information on sources of funds available on request?

Does the management undertake annual budget 
planning, budget forecasting, and performance reviews?

If the organization collects fees from members, are there 
procedures in place to ensure that collected fees are 
properly accounted for?

Section E.   Procurement Yes No Partly Planned N/A



Section H.   Fundraising and Resource Mobilization

Section I.   Gift Policy

Section J.   Anti-Corruption Policy/Program

Yes No Partly Planned N/A

Yes No Partly Planned N/A

Yes No Partly Planned N/A

Does the organization have a fundraising policy or 
guideline?

Are there any requirements or guidelines in accepting 
funds?

41

42

43

48

51

44

49

52

50

45

46

47

Does the organization only accept funding consistent 
with its mission and core principles?

Does the organization have a written policy covering 
gifts?

Does the organization have an anti-corruption program/
policy?

Are there controls and procedures to ensure that 
political and charitable contributions are not used as a 
subterfuge for corruption?

Are there procedures and controls in offering and 
accepting gifts, hospitality and other expenses by 
members and employees?

If there is no anti-corruption policy/program, are there 
mechanisms or activities/initiatives undertaken by 
the organization to promote integrity and prevent 
corruption?

Are gifts, hospitality and expenses given or received by 
the organization documented?

Are you required to report to donors on the use of donor 
funds?

Are there safeguards to ensure that the organization’s 
fundraising is free of improper motive, inappropriate 
conduct, unreasonable reward, or personal benefit?

Does the organization have a monitoring system in 
place to ensure improper or unethical use of funds does 
not occur, such as protection against double funding for 
one project or diversion of dedicated funds to uses other 
than for which funds were received or approved?
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Section L.   Conflict of Interest

Section M.   Reporting systems and whistleblowing 

Yes No Partly Planned N/A

Yes No Partly Planned N/A

Is there a written code of conduct?

Does the code cover or apply to the governing board, 
general members, employees?

Does the governing board and top management provide 
a written conflict of interest statement or complete a 
register of interest at the outset of each term of service?

53

54

61

55

62

56

57

63

58

66

67

64

59

65

60

Is the code shared and communicated to everyone 
including the governing board members, employees 
and volunteers?

Is there a policy describing the terms of the loans? 

Does the organization provide loans to its members 
and/or employees? 

Does the code define prohibited practices? 

Does it outline disciplinary actions for violations and 
non-compliance?

Are the terms of the loans available to members?

Is there a written conflict of interest policy?

Does the organization provide secure and accessible 
channels through which employees and external 
partners can raise concerns and report violations 
(whistleblowing) in confidence and without risk of 
reprisal?

Are there measures to prevent singling out and prejudice 
against persons who, on good faith, report actions that 
could imply abuses or violations of integrity norms?

Is the information regarding loans disclosed in the 
organization’s full financial reports?

Do board members and top management have to 
disclose all potential and actual conflicts of interests?

Do employee contracts stipulate conflict of interest 
provisions?

Section K.   Code of Conduct Yes No Partly Planned N/A



Section N.   Risk assessment

Section P.   Communication and training

Section O.   Access to information and transparency

Yes No Partly Planned N/A

Yes No Partly Planned N/A

Yes No Partly Planned N/A

Does the organization conduct standard risk assessment 
to identify risks of corruption? 

Does the organization have plans or measures in place 
to mitigate risks of corruption?

68

69

76

70

77

79

80

78

71

72

73

74

75

Does the organization have a training policy?

Is there any specific ethics and compliance training 
program in your organization?

Does the organization assess training activities 
periodically for effectiveness?

Does the organization annually prepare and make 
publicly available information on its program and 
services?

Does the organization conduct induction/orientation 
program to new employees and board members or 
members, so that they understand the organization’s 
code of conduct, values and the sanctions procedure in 
the event of a violation?

Does the organization provide training specially for 
those staff/members involved in financial management 
and procurement?

Is the organization’s annual activity/financial report 
available to the public?

Does the organization’s published annual activity/
financial report include information on use of funds?

Are the names of the organization’s governing board 
and management staff made available to the public?

Does the public have a method to communicate with the 
organization? 

Is there someone assigned by the organization to assure 
the organization is complying with laws regarding 
disclosure of information to the public?
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1ANNEX

Whistleblowing and Reporting Policy Template - Dhivehi Translation

ވސިްލބްްލކޯުރުމާއި ރޕިޓޯުކުރުމާބެހޭ ސިޔާސަތު

އރިުޝާދު:ޖ
ވިސްލްބްލޯކުރުމާއި ރިޕޯޓުކުރުމުގެ ސިޔާސަތެއްގައި އަންނަނިވި ބައިތައް ހިމަނަންވާނެއެވެ.ޖ

ވިސްލްބްލޯކުރުމަކީ ކޮބައިކަން.ގ

	 ހިންގޭނެ ދާއިރާ.ގ

	 ގަވައިދުތަކާއި އުޞޫލުތަކާ ޚިލާފަށް ކުރެވޭ ޢަމަލުތައް ރިޕޯޓުކުރާނެ ގޮތުގެ އިޖުރާއަތު.ގ

	 ގަވާއިދުތަކާއި އުޞޫލުތަކާ ޚިލާފުވެގެން ކުރެވޭ ރިޕޯޓާ މެދު ޢަމަލުކުރާނެ ގޮތް.ގ

	 ވިސްލްބްލޯކުރާ ފަރާތްތަކަށް ލިބިދެވޭ ރައްކާތެރިކަމުގެ ފިޔަވަޅުތައް.ގ

 ތިރީގައިވާ ނަމޫނާ ސިޔާސަތަކީ ވިސްލްބްލޯކުރުމާއި ރިޕޯޓުކުރުމުގައި ޢަމަލުކުރާނެ ގޮތުގެ ސިޔާސަތެއްގައި ހުންނަންވާނެ އަސާސީ މިންގަނޑުތަކެވެ.

ޖަމްޢިއްޔާއަކަށް ބޭނުންވާގޮތަށް އެ ޖަމްޢިއްޔާއެއްގެ ވިސްލްބްލޯކުރުމުގެ ސިޔާސަތު ބެސްޓް ޕްރެކްޓިސްއާ އެއްގޮތަށް މިއަށްވުރެ ފުޅާކޮށް އެކުލަވާލެވިދާނެއެވެ.ގ

	 ތޢަާރަފް
ފަރާތްތަކުގެ އެ  ފަރާތްތަކުން،  ގުޅިފައިވާ  ޖަމްޢިއްޔާއާ  މުވައްޒަފުންނާއި  މެންބަރުންނާއި  ޖަމްޢިއްޔާގެ  ބޭނުމަކީ،  ސިޔާސަތުގެ   މި 

މަގުފަހިކޮށް، އެކަމަށް  އަޅައި  ބާރު  ރިޕޯޓުކުރުމަށް  ތެރެއިން  ނިޒާމުތަކުގެ  އެތެރޭގެ  ޖަމްޢިއްޔާގެ  ޝަކުވާތައް   ކަންބޮޑުވުންތަކާއި 

އިޞްލާޙުކުރުމުގެ އެކަންކަން  ބަލައި،  ޖަމްޢިއްޔާއިން  މައްސަލަތައް  ޢަމަލުތަކުގެ  ނޭދެވޭ  ނުވަތަ  ހުއްދަނޫން  ހުށަހެޅޭ   ޖަމްޢިއްޔާއަށް 

ނޑާ ޚިލާފުވުމާއި ނުވަތަ ޖަމްޢިއްޔާ ހިންގުމާ ގުޅުންހުރި  ފުރުޞަތު ޖަމްޢިއްޔާގެ އެތެރޭގައި ފަހިކުރުމެވެ. ޖަމްޢިއްޔާގެ ސުލޫކީ މިންގަ

ޤާނޫނުތަކާ ގަވާއިދުތަކާ ޚިލާފުވުމުގެ ޢަމަލުތައް ރިޕޯޓުކުރުމުގެ ނިޒާމެއް ގާއިމްކުރުމަކީވެސް މި ސިޔާސަތުގެ ބޭނުމެކެވެ.

މޤަޞްަދު
 މި ސިޔާސަތުގެ މަޤްޞަދަކީ ޖަމްޢިއްޔާގެ އެތެރޭގައި، މަޢުލޫމާތު ހާމަކުރުމަށް މަގުފަހިކުރުވުމާއި، ހުޅުވިފައިވާ އަދި ޖަވާބުދާރީވަނިވި

ޖަމްޢިއްޔާއެއްގެ ގޮތުގައި ޖަމްޢިއްޔާގެ ކަންކަން ކުރިއަށް ގެންދިއުމަށް ހިތްވަރުދިނުމެވެ.

އެކަންކަން ފަރާތްތަކުން  އެ  ކަންބޮޑުވުންތައް،  ފަރާތްތަކުގެ  ގުޅިފައިވާ  ޖަމްޢިއްޔާއާ  އަދި  މުވައްޒަފުންނާއި   މެންބަރުންނާއި 

އެ އެތެރޭގައި  ޖަމްޢިއްޔާގެ  ގޮތަށް،  ނޭޅޭނޭ  ފިޔަވަޅެއް  އެއްވެސް  ގޮތުން  ބަދަލުހިފުމުގެ  ފަރާތްތަކާމެދު  އެ   ރިޕޯޓުކުރުމުން 

ކަންކަން ރިޕޯޓު ކުރެވޭނެ ނިޒާމެއް ގާއިމްކުރުން.

 ޝައްކުކުރެވޭ ހުއްދަ ނޫން ނުވަތަ ނޭދެވޭ ޢަމަލު ނުވަތަ ކޮރަޕްޝަންގެ ޢަމަލަކާ ގުޅުންހުރި ކަންބޮޑުވުން، ޖެހިލުންވުމެއްނެތި

އަދި ސިއްރުވެރިކަމާއެކު ރިޕޯޓު ކުރާނެ ގޮތުގެ އިރުޝާދު ދިނުން.ފ
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 ޖަމްޢިއްޔާގެ މުވައްޒަފުންނާއި، ކޮންސަލްޓެންޓުންނާއި، ކޮންޓްރެކްޓަރުންނާއި ވޮލަންޓިއަރުން އެ ފަރާތްތަކުގެ ސުޕަވައިޒަރަށް

 ނުވަތަ ލައިން މެނޭޖަރަށް އަނގަބަހުން ނުވަތަ ލިޔުމުން ރިޕޯޓުކުރުން. ސުޕަވައިޒަރާ ނުވަތަ ލައިން މެނޭޖަރާ އަނގަބަހުން

ޖަމްޢިއްޔާގެ ރިޕޯޓުކުރެވިދާނެއެވެ.  ގޮތަކަށް  ގޮތްތަކުންކުރެ  ތިރީގައިވާ  ފަސްޖެހޭނަމަ  ރިޕޯޓުކުރަން  އެކަން  ލިޔުމުން   ނުވަތަ 

މެންބަރުންވެސް ރިޕޯޓުކުރުމަށްޓަކައި ތިރީގައިވާ ގޮތްތަކުން ކުރެ ގޮތެއް ޚިޔާރުކުރެވިދާނެއެވެ.

 ތިމާއަކީ ކާކުކަން އެންގުމަށްފަހު ނުވަތަ ތިމާއަކީ ކާކުކަން ނޭނގޭ ގޮތަށް ޖަމްޢިއްޔާގެ ފޯނު ނަންބަރަށް ގުޅައިގެން، ނުވަތަ

އީމެއިލްކޮށްގެން ނުވަތަ ޖަމްޢިއްޔާގެ ވެބްސައިޓްގައިވާ ފޯމު ފުރިހަމަކޮށްގެން ރިޕޯޓު ކުރެވިދާނެއެވެ.

	 މާނަކުރުން
 މި ސިޔާސަތުގައި “ރިޕޯޓުކުރުން”، “ހާމަކުރުން” އަދި “ވިސްލްބްލޯކުރުން” މި ލަފްޒުތައް ބޭނުންކުރެވެނީ އެއް މާނައެއްގައެވެ. މި

 ސިޔާސަތުގެ ބޭނުމަށްޓަކައި ވިސްލްބްލޯކުރުމަކީ ޖަމްޢިއްޔާގައި ހިނގަމުންދާ، ހިނގާފައިވާ، ހިންގަފާނެ ނުވަތަ ހިނގުމުގެ ފުރުޞަތު

އޮތް، ހުއްދަ ނޫން ނުވަތަ ނޭދެވޭ ޢަމަލަކާ ގުޅޭ މަޢުލޫމާތު ހާމަކުރުމެވެ.

ނޑާއި، ޖަމްޢިއްޔާގެ ސިޔާސަތުތަކާއި ޤާނޫނާ ޚިލާފު ޢަމަލުތައް ރިޕޯޓު ކުރާ  ވިސްލްބްލޯކުރާ ފަރާތްތަކަކީ، ޖަމްޢިއްޔާގެ ސުލޫކީ މިންގަ

 ވަގުތު ހާމަކުރާ މަޢުލޫމާތަކީ ޞައްޙަ މަޢުލޫމާތެއްކަމަށް، އެކަށީގެންވާ ސަބަބުތަކުގެ މައްޗަށް ބުރަވެ އެގޮތަށް ޤަބޫލުކުރެވިގެން ރިޕޯޓުކުރާ

ފަރާތްތަކެވެ.

ހނިްގނޭެ ދާއރިާ
 ޖަމްޢިއްޔާގެ މުވައްޒަފުންނާއި، މެންބަރުންނާއި ވޮލަންޓިއަރުންނާއި ކޮންސަލްޓަންޓުންނާއި ކޮންޓްރެކްޓަރުންގެ މައްޗަށް މި ސިޔާސަތު

ހިންގޭނެއެވެ.

ނޑާއި ނުވަތަ ޖަމްޢިއްޔާ ހިންގުމާ ގުޅުންހުރި ޤާނޫނާއި ގަވައިދާ ޚިލާފު ޢަމަލުގެ ޝިކާރައަކަށްވެފައިވާ  ޖަމްޢިއްޔާގެ ސުލޫކީ މިންގަ

 ފަރާތަކަށް، ނުވަތަ އެކަމުގެ ސަބަބުން ނޭދެވޭ އަސަރެއް ނުވަތަ ގެއްލުމެއް ލިބިފައިވާ ފަރާތަކަށް، ނުވަތަ އެފަދަ ނޭދެވޭ ޢަމަލެއް

 ހިނގާތަން ފެނިފައިވާ ފަރާތަކަށް ނުވަތަ އެފަދަ ކަމަކަށް ޝައްކުވެގެން އެފަދަ ޝައްކެއް އުފެދުނު ފަރާތަކަށް މި ސިޔާސަތުގެ ދަށުން

ރިޕޯޓު ކުރެވިދާނެއެވެ.

ނޭދެވޭ ޢަމަލާ ގުޅުންހުރި ހާދިސާ ހިނގިތާ 2 އަހަރު ތެރޭގައި އެކަމާ ގުޅުންހުރި ރިޕޯޓުކުރަންވާނެއެވެ. ނުވަތަ މަޢުލޫމާތު ހާމަކުރަންވާނެއެވެ.

ޢާއމްު ސިޔާސަތު

ރޕިޓޯުކުރާނެ ގތޮް
ޝައްކު ކުރެވޭ ނޭދެވޭ ޢަމަލުތައް އަނގަބަހުން ނުވަތަ ލިޔުމުން، ތިރީގައިވާ ގޮތްތަކުންކުރެ ގޮތަކަށް ރިޕޯޓުކުރެވިދާނެއެވެ.

މަޢުލޫމާތު ފަދަ  އެނގޭ  ކާކުކަން  ފަރާތްތަކުގެ  ކުރާ  ރިޕޯޓު  ކަންބޮޑުވުންތައް  ނުވަތަ  ޢަމަލު  ނޭދެވޭ  ނުވަތަ  ނޫން   ހުއްދަ 

ރައްކާތެރިކުރުމަށްޓަކައި އަޅާނެ ފިޔަވަޅުތައް ގާއިމްކުރުން.ފ

ނޑައެޅުން.ދ ރިޕޯޓުކުރުމުން އެ ރިޕޯޓުތަކާމެދު ޖަމްޢިއްޔާގެ އެތެރޭގައި ޢަމަލުކުރާނެގޮތުގެ އިޖުރާއަތުތައް ކަ
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ޖަމްޢިއްޔާގެ ކޮމްޕްލަޔަންސް އޮފިސަރެއް ޢައްޔަންކޮށްފައިވާނަމަ އެފަރާތަށް ރިޕޯޓުކުރުން.

ޖަމްޢިއްޔާ ހިންގުމާ ޙަވާލުވެހުރި އެންމެ އިސް ފަރާތަށް ނުވަތަ ހިންގާ ކޮމިޓީއަށް ރިޕޯޓުކުރުން.

ރޕިޓޯުކުރާއރިު ހމިނަަންވާނެ ނުވތަަ ހއިސްާކުރަންވާނެ މޢަުލމޫާތު
ގިނަ ވީހާވެސް  ގުޅުންހުރި  އެކަމަކާ  ތަފްޞީލުތަކާއެކު  ބަޔާންކޮށްފައިވާ  ތިރީގައި  ރިޕޯޓުތަކުގައި   ހުށަހަޅާ  ދަށުން   މި ސިޔާސަތުގެ 

މަޢުލޫމާތު ހުށަހެޅުމަށް މި ސިޔާސަތު ބާރުއަޅައެވެ.

ޝައްކު ކުރެވޭ ހުއްދަ ނޫން ނުވަތަ ނޭދެވޭ ޢަމަލު ބަޔާންކޮށްދޭ އޭގެ ތަފްޞީލު.

 ހާދިސާ ހިނގި ތަނާއި ގޮތް ބަޔާންކޮށްދޭ ތަފްޞީލީ މަޢުލޫމާތާއި، އެކަމުގައި ޝާމިލްވާ ފަރާތްތަކާއި ރިޕޯޓު ކުރާ ފަރާތަށް އެ

 މަޢުލޫމާތު އެނގުނު ގޮތަކާއި، އެކަން ހިނގި އިރަކާއި، އެކަން ދަންނާނެ ހެކިން ތިބިނަމަ އެ ފަރާތްތަކުގެ މަޢުލޫމާތާއި، އެކަމުގެ

ސަބަބުން ގެއްލުން ލިބިފައިވާ ނުވަތަ އެއްވެސް ކަހަލަ އަސަރެއް ކޮށްފައިވާ ފަރާތެއްވާނަމަ އެ ފަރާތްތެއްގެ މަޢުލޫމާތު.

ރިޕޯޓުކުރާ ފަރާތުން ހުށަހަޅާ ކަންކަމަށް ބާރުދޭ ލިޔެކިޔުން. 

ރިޕޯޓުކުރާ ތާރީޚު.

ރިޕޯޓުކުރާ ފަރާތާ ގުޅަން ނުވަތަ މުޢާމަލާތުކުރަން ޖެހިއްޖެނަމަ ގުޅަންވީ ނުވަތަ މުޢާމަލާތުކުރަންވީ ގޮތް. 

ް ލބިޭ ރޕިޓޯުތކަާމދެު ޢމަލަުކުރާނެ ގތޮ

 މި ސިޔާސަތުގެ ދަށުން ހުށަހަޅާ ޝަކުވާތައް ބަލައިގަނެ، އެ ދިރާސާކޮށް، ތަހުގީގުކޮށް ޝަކުވާތަކަށް ޖަވާބުދޭނެ ކޮމްޕްލަޔަންސް 

 އޮފިސަރެއް ޢައްޔަންކުރަންވާނެއެވެ. )ނޯޓު: ޖަމްޢިއްޔާގެ ހިންގާ ކޮމިޓީގެ މެންބަރެއް ނުވަތަ އެގްޒެކެޓިވް ޑިރެކްޓަރ ނުވަތަ

ހިއުމަން ރިސޯސް އޮފިސަރ ކޮމްޕްލަޔަންސް އޮފިސަރގެ ގޮތުގައި ޢައްޔަންކުރެވިދާނެއެވެ.(

ގުޅޭ ޢަމަލަކާ  ނޫން  ހުއްދަ  ގުޅިގެން،  ރިޕޯޓާ  ލިބޭ  ތެރެއިން  ނިޒާމުގެ  ރިޕޯޓުކުރުމުގެ  ގާއިމްކޮށްފައިވާ   ޖަމްޢިއްޔާގައި 

 ރިޕޯޓެއް ލިބިފައިވާކަން އެކަން ރިޕޯޓުކުރި ފަރާތަށް މަސައްކަތު 3 ދުވަހުގެ ތެރޭގައި ޖަމްޢިއްޔާގެ ކޮމްޕްލަޔަންސް އޮފިސަރ

އަންގަންވާނެއެވެ.

 ލިބޭ ހުރިހާ ރިޕޯޓެއްވެސް އަވަހަށް ދިރާސާކޮށް ތަހުގީގުކުރަންޖެހޭ ޙާލަތުގައި ތަހުގީގުކޮށް، އަޅަންޖެހޭ އިޞްލާޙީ ފިޔަވަޅެއް

ނުވަތަ އެނޫންވެސް ފިޔަވަޅެއް އަޅަންޖެހޭކަމަށް ތަހުގީގުން ފާހަގަކުރެވިއްޖެނަމަ އެ ފިޔަވަޅެއް އަޅަންވާނެއެވެ.

 ވިސްލްބްލޯކުރި ފަރާތުން އެދުމުން އޭނާ ރިޕޯޓުކުރި މައްސަލައާ ގުޅޭގޮތުން އަދާހަމަ ކޮށްދޭންވާނެއެވެ. އަދި އެކަން ބަލައި

ނިމުމުން މައްސަލަ ނިންމި ގޮތުގެ ރިޕޯޓެއް ވިސްލްބްލޯކުރި ފަރާތަށް ދޭންވާނެއެވެ.
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ވސިްލބްްލކޯުރާ ފރަާތތްކަށަް ލބިިދެވޭ ރައކްާތރެކިނަް
 ރިޕޯޓުކުރުމުން އެކަމުގެ ނަތީޖާ ކޮންމެ ގޮތަކަށް ނިކުތްނަމަވެސް، އަދި ރިޕޯޓު ކުރި ވަގުތު ހާމަކުރި މަޢުލޫމާތަކީ ހަގީގަތުގައިވެސް

ނިޔަތުގައި ހެޔޮ  ބިނާކޮށް  ސަބަބުތަކަކަށް  ގަބޫލުކުރެވޭ  ބަލާއިރު  ހަމަތަކަށް  ބުއްދީގެ  އެކަށީގެންވާ  މަޢުލޫމާތުކަމަށް   ތެދު 

 ރިޕޯޓުކުރިނަމަވެސް އެ މަޢުލޫމާތަކީ އާޚިރުގައި ނުރަނގަޅު މަޢުލޫމާތެއް ކަމަށްވިޔަސް، ރިޕޯޓުކުރި ފަރާތް މި ސިޔާސަތުގެ

ދަށުން ރައްކާތެރިކުރެވޭނެއެވެ.

ވިސްލްބްލޯކުރި ފަރާތަކީ ކާކުކަން އަންގައިދޭ މަޢުލޫމާތާއި އެފަދަ މަޢުލޫމާތު އެނގޭނެ ފަދަ މަޢުލޫމާތު ސިއްރު ކުރެވޭނެއެވެ.

 ވިސްލްބްލޯކުރުމުގެ ސަބަބުން ވިސްލްބްލޯކުރި ފަރާތާމެދު މަސައްކަތުގެ މާޙައުލުގައި ބަދަލުހިފުމުގެ ގޮތުން އެއްވެސް ބާވަތެއްގެ

ކަމެއްކޮށް، އެއްވެސް ކަހަލަ ގެއްލުމެއްދީ ނުވަތަ ތަފާތުކުރުމެއް ގެންގުޅެގެން ނުވާނެއެވެ. މީގެ ތެރޭގައި:

ވަޒީފާއިން ވަކިކުރުން.

މަސައްކަތާއި ޒިންމާއިން ދުރުކުރުން.

މަސައްކަތު ގަޑި މަދުކުރުން.

ޕްރޮބޭޝަން.

ޢިނާޔަތްތައް ނުދީ ހިފެހެއްޓުން.

ތަމްރީނު ހޯދައި ލިބިގަތުމުގެ ފުރުޞަތުތަކާއި ޕްރޮމޯޝަނަށް ހުރަސް އެޅުން.

މަގާމު ދަށްކުރުން ނުވަތަ ޢިނާޔަތްތައް ހަނިކުރުން.

ބިރުދައްކައި އިންޒާރުދީ ގެއްލުންދިނުން.

އަދި މިނޫންވެސް ވިސްލްބްލޯކުރާ ފަރާތާ ދެކޮޅަށް ހިންގޭ ބަދަލުހިފުމުގެ ޙަރަކާތްތައް.

 މި ސިޔާސަތާ އެއްގޮތަށް ރިޕޯޓުކުރި ފަރާތަކާމެދު ބަދަލުހިފުމުގެ ގޮތުން ހިންގޭ މި ސިޔާސަތުގެ 2.4 ގެ )ނ( ގެ ދަށުން

 ހިންގޭ އެއްވެސް ކަމަކާ ގުޅިގެން ހުށަހެޅޭ ޝަކުވާއެއް ޖަމްޢިއްޔާގެ ހިންގާ ކޮމިޓީއިން ބަލައި އެ ކަމެއްގެ ސަބަބުން ކުރިމަތިވީ

ގެއްލުމެއްގެ ބަދަލު ދޭންޖެހިއްޖެނަމަ އެ ބަދަލެއް ދޭންވާނެއެވެ.

މި ސިޔާސަތާ އެއްގޮތަށް ވިސްލްބްލޯކުރާ ފަރާތަކާމެދު ޤާނޫނީ އެއްވެސް ފިޔަވަޅެއް ނުވަތަ އިޖުރާއަތެއް ނުހިންގޭނެއެވެ.
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ކާކުކނަް ނޭނގޭ ގތޮށަް ރޕިޓޯުކުރުން
މި ޢަމަލުކުރެވޭނީ،  ރިޕޯޓުތަކާމެދު  ކުރާ  ނޭނގޭގޮތަށް  ކާކުކަން  ތެރެއިން  ނިޒާމުގެ  އެތެރޭގެ  ޖަމްޢިއްޔާގެ  ދަށުން  ސިޔާސަތުގެ   މި 

ސިޔާސަތާ އެއްގޮތަށް، ކާކުކަން އެނގޭގޮތަށް ހުށަހެޅޭ ރިޕޯޓުތަކާމެދު ޢަމަލުކުރެވޭހާ ސީރިއަސްކޮށެވެ. 

ކާކުކަން ނޭނގޭގޮތަށް ރިޕޯޓުކުރުމުން ހުރެދާނެ ލިމިޓޭޝަންސް:

 މި ސިޔާސަތު ޖަމްޢިއްޔާގެ އެންމެހައި މެންބަރުންނާއި ޖަމްޢިއްޔާއާ ގުޅިފައިވާ މުވައްޒަފުންނަށް ފެންނަން ހުންނަންވާނެއެވެ. ނުވަތަ

ލިބެން ހުންނަން ވާނެއެވެ.

ކާކުކަން ނޭނގޭ ފަރާތަކަށް އެކަށީގެންވާ ރައްކާތެރިކަން ދޭން އުނދަގޫވުން.

 ރިޕޯޓުކުރާ ފަރާތުގެ ކިބައިން އިތުރަށް މަޢުލޫމާތު ހޯދޭނެ ގޮތެއް ނުވަތަ ކަމެއް އޮޅުންފިލުވޭނެ ގޮތެއް ނެތްނަމަ މައްސަލާގައި

ފޯކަސް ކުރަންވީ ހިސާބު ނުވަތަ ބަލަންވީ ކަންކަން ހަނިވުމުގެ ފުރުޞަތު އޮތުން.

ތަހުގީގު ކުރިއަށްދާ ގޮތުގެ މަޢުލޫމާތާއި ނިމުނުގޮތުގެ މަޢުލޫމާތު ރިޕޯޓުކުރި ފަރާތަށް ނުލިބުން.
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ކޮމިޓީއާއި، ހިންގާ  ޖަމްޢިއްޔާގެ  ނަތީޖާތަކާމެދު  ނިކުމެދާނެ  ސަބަބުން  އެކަމުގެ  ކޮބައިކަމާއި  ފުށުއެރުމަކީ   މަޞްލަޙަތު 

މެންބަރުންނާއި މުވައްޒަފުން ހޭލުންތެރިކުރެވޭކަން ކަށަވަރުކުރުން.

 ޖަމްޢިއްޔާގެ ހިންގާ ކޮމިޓީގެ މެންބަރުންނާއި ޖަމްޢިއްޔާގެ މެންބަރުންނާއި މުވައްޒަފުންނާއި އަދި ޖަމްޢިއްޔާއާއެކު ކޮންޓްރެކްޓެއްގެ 

 ދަށުން މަސައްކަތްކުރާ ޖަމްޢިއްޔާގެ މުވައްޒަފުންކަމުގައި ނުހިމެނޭ ފަރާތްތަކުގެ އަމިއްލަ މަޞްލަޙަތުގެ ސަބަބުން އެފަރާތްތަކުން

ޖަމްޢިއްޔާގައި އަދާކުރަންޖެހޭ މަސްއޫލިއްޔަތާ ދެމެދު ފުށުއެރުންތަކާއި ހުރަސްތައް ކުރިމަތިވިޔަނުދިނުން.

މަޞްލަޙަތު ފުށުއަރާ ޙާލަތްތައް ކުރިމަތިވިޔަނުދިނުމަށާއި އެފަދަ ޙާލަތްތަކުގައި ޢަމަލުކުރާނެ ގޮތުގެ އިރުޝާދު ދިނުން.

2ANNEX

Conflict of Interest Policy Template - Dhivehi Translation

މޞަްލޙަތަު ފށުުއރަާ ޙާލތަތްކަުގއަި ޢމަލަުކުރާނެ ގތޮގުެ ސިޔާސަތު

އރިުޝާދު:ޖ
މަޞްލަޙަތު ފުށުއަރާ ޙާލަތްތަކުގައި ޢަމަލުކުރާނެގޮތުގެ ސިޔާސަތުގައި އަންނަނިވި ކަންކަން ހިމަނަންވާނެއެވެ.ޖ

މަޞްލަޙަތު ފުށުއެރުމަކީ ކޮބައިކަން.

މަޞްލަޙަތު ފުށުއަރާ ޙާލަތެއްގައި އެކަން، ކަމާގުޅުންހުރި ފަރާތްތަކަށް ހާމަކުރުމުގައި ޢަމަލުކުރާނެ އިޖުރާއަތުތައް.

 މަޞްލަޙަތު ފުށުއަރާ ކަމެއްގައި ކުރެވޭ މަޝްވަރާތަކުގައި ނުވަތަ އެފަދަ ކަމެއްގައި ނެގޭ ވޯޓެއްގައި މަޞްލަޙަތު ފުށުއަރާ މީހާ

ބައިވެރިވެގެން ނުވާނެކަން.

މަޞްލަޙަތު ފުށުއަރާ ކަމެއްގައި ކުރެވޭ މަޝްވަރާއެއްގައި ނުވަތަ ނެގޭ ވޯޓެއްގައި ނުރަނގަޅު ނުފޫޒު ފޯރުވުމަށް އެއްވެސް

ފަރާތަކުން އެއްވެސް ކަމެއް ކުރުމަކީ މަނާ ކަމެއްކަން.

މަޞްލަޙަތު ފުށުއަރާ ޙާލަތާއި އެ ޙާލަތުގައި ޢަމަލުކޮށްފައިވާ ގޮތް ޖަމްޢިއްޔާގެ ލިޔެކިޔުންތަކުން އެނގެން ހުރުން.

ކަމާ ގުޅުންހުރި މުޢާމަލާތުތައް ހާމަކޮށް، އެ ޙާލަތްތަކުގައި ޢަމަލުކުރާނެ ގޮތާއި ލިޔެކިޔުން ބަލަހައްޓާނެ ގޮތް.

 ތިރީގައިވާ ނަމޫނާ ސިޔާސަތަކީ މަޞްލަޙަތު ފުށުއަރާ ޙާލަތްތަކުގައި ޢަމަލުކުރާނެ ގޮތުގެ ސިޔާސަތެއްގައި ހުންނަންވާނެ އަސާސީ މިންގަނޑުތަކެވެ. އަދި

ޖަމްޢިއްޔާއެއްގެ ހިންގުމާއި ޖަމްޢިއްޔާއިން ކުރާ މަސައްކަތްތަކާ އެއްގޮތަށް އެ ޖަމްޢިއްޔާއެއްގެ ސިޔާސަތު މިއަށްވުރެ ފުޅާކޮށް އެކުލަވާލެވިދާނެއެވެ. 

	 ތޢަާރަފް
އެފަދަ އިޖުރާއަތްތަކާއި،  ޢަމަލުކުރާނެ  ހާމަކުރުމުގައި  ޙާލަތްތައް  ފުށުއަރާ  މަޞްލަޙަތު  ކޮބައިކަމާއި،  ފުށުއެރުމަކީ  މަޞްލަޙަތު   މިއީ 

ޙާލަތްތައް މެދުވެރިވުމުން ޢަމަލުކުރާނެ ގޮތް ބަޔާންކޮށްދޭ ސިޔާސަތެވެ.

މޤަޞްަދު
މި ސިޔާސަތުގެ މަޤްޞަދަކީ އަންނަނިވި ކަންކަމުގެ ޒަރީޢާއިން ޖަމްޢިއްޔާގެ މަޞްލަޙަތުތައް ޙިމާޔަތް ކުރުމެވެ.
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	 މާނަކުރުން
 މި ސިޔާސަތުގެ ބޭނުމަށްޓަކައި، މަޞްލަޙަތު ފުށުއެރުމަކީ، ޖަމްޢިއްޔާގެ ހިންގާ ކޮމިޓީގެ މެންބަރަކު ނުވަތަ ޢާއްމު މެންބަރަކު ނުވަތަ

 މުވައްޒަފަކު ޖަމްޢިއްޔާގައި އަދާކުރަންޖެހޭ މަސްއޫލިއްޔަތާއި އެމީހެއްގެ އަމިއްލަ ޒާތީ މަޞްލަޙަތާ، މި ދެކަމުންކުރެ އިސްކުރަންވީ ނުވަތަ

 ޚިޔާރުކުރަންވީ ކޮން ކަމެއްކަން ނިންމުމުގައި ފުށުއެރުމެއް ކުރިމަތިވާ ކޮންމެ ޙާލަތެކެވެ. މިފަދަ ޙާލަތްތަކަކީ “ރިއަލް ކޮންފްލިކްޓް އޮފް

އިންޓްރެސްޓް” އެވެ. ނުވަތަ މަޞްލަޙަތު ފުށުއަރާ ހަގީގީ ޙާލަތެވެ.

 މީހެއްގެ އަމިއްލަ މަޞްލަޙަތުތައް ޖަމްޢިއްޔާގެ މަސްއޫލިއްޔަތުތަކާ ފުށުއަރާ ނުވަތަ ހުރަސްއަޅާފަދަ ކަމެއް ފަހުން ކުރިމަތިވެދާނެ ޙާލަތެއް

 އައިސްދާނެއެވެ. މިފަދަ ޙާލަތްތަކަކީ “ޕޮޓެންޝަލް ކޮންފްލިކްޓް އޮފް އިންޓަރެސްޓް” އެއް އޮތްކަމަށް ބުނެވޭ ޙާލަތްތަކެވެ.

 އަދި މީހެއްގެ އަމިއްލަ މަޞްލަޙަތުތައް ޖަމްޢިއްޔާގެ މަސްއޫލިއްޔަތުތަކާ ފުށުއަރާފަދަ ޙާލަތެއް އޮތްކަމަށް ފެންނަ ނުވަތަ އެފަދަ ޙާލަތެއް

 އޮތްކަމަށް ގަބޫލުކުރަން އެކަށީގެންވާ ސަބަބުތައް ހުންނަ ޙާލަތްތައްވެސް އައިސްދާނެއެވެ. މިފަދަ ޙާލަތްތަކަކީ “ޕަރސީވްޑް ކޮންފްލިކްޓް

އޮފް އިންޓްރެސްޓް” އެއް އޮތްކަމަށް ބުނެވޭ ޙާލަތްތަކެވެ.

ހނިްގނޭެ ދާއރިާ
ޖަމްޢިއްޔާގެ ހިންގާ ކޮމިޓީއާއި، ޢާއްމު މެންބަރުންނާއި މުވައްޒަފުންގެ މައްޗަށް މި ސިޔާސަތު ހިންގޭނެއެވެ.

 އަދި ޖަމްޢިއްޔާއާ ގުޅިފައިވާ ފަރާތްތަކުގެ މަޞްލަޙަތުތައްވެސް މި ސިޔާސަތުގެ ތެރޭގައި ހިމެނެއެވެ. ޖަމްޢިއްޔާއާ ގުޅިފައިވާ ފަރާތްތަކުގެ

 މަޞްލަޙަތުގެ މާނައިގެ ތެރޭގައި ޖަމްޢިއްޔާގެ ހިންގާ ކޮމިޓީގެ މެންބަރަކާ ނުވަތަ ޢާއްމު މެންބަރަކާ ނުވަތަ މުވައްޒަފަެކާ ގާތް ޒާތީ

 ގުޅުމެއް އޮންނަ ކޮންމެ ފަރާތެއްގެ މަޞްލަޙަތު ހިމެނެއެވެ. އޭގެ ތެރޭގައި އެފަދަ ފަރާތެއްގެ އަނބިންނާއި ފިރިންނާއި ދަރިންނާއި

ނޑު އެއްބަފާ މީހުންގެ މަޞްލަޙަތުތައް ހިމެނެއެވެ. މައިންބަފައިން އަދި އެއްބަ

ޢާއމްު ސިޔާސަތު

ހމާކަުރުމގުެ މސަްއލޫއިޔްަތު
 ޖަމްޢިއްޔާއާ ގުޅިފައިވާ ކޮންމެ މީހަކުވެސް އެމީހެއްގެ މަޞްލަޙަތު ފުށުއަރާފާނެފަދަ ޙާލަތެއް އޮތް ކަމެއްގައި ނިންމާ ނިންމުމެއްގައި

 ނުވަތަ ނަގާ ވޯޓެއްގައި ބައިވެރިވުމުން ތަނާޒުލުވެ، މަސްލަޙަތު ފުށުއަރާ ޙާލަތް ނުވަތަ މަޞްލަޙަތު ފުށުއަރާފާނެފަދަ ޙާލަތް ނުވަތަ

 މަޞްލަޙަތު ފުށުއަރާކަމަށް ފެންނަ ފަދަ ޙާލަތް މެދުވެރިވިޔަދީގެން ނުވާނެއެވެ. ނުވަތަ އެފަދަ ޙާލަތްތައް މެނޭޖްކުރަންވާނެއެވެ. އަދި

 ޖަމްޢިއްޔާއާ އެމީހަކާ ދެމެދު އޮތް ގުޅުމުގެ ސަބަބުން އުފެދޭ ނުވަތަ އުފެދިދާނެ މަޞްލަޙަތު ފުށުއެރުންތައް ހާމަކުރުމަކީ އެމީހެއްގެ

މަސްއޫލިއްޔަތެކެވެ.

މޞަްލޙަތަު ފށުުއރަާކނަް ހމާކަުރާނީ ކޮންއރިަކު އދަި ކިހނިެއކްނަް
 ހިންގާ ކޮމިޓީގެ މެންބަރުންގެ މާލީ އަދި މާލީ ނޫން މަޞްލަޙަތުތަކުގެ ތެރެއިން މަޞްލަޙަތު ފުށުއަރާފާނެ ނުވަތަ ފުށުއަރާކަމަށް

ފެނިދާނެ ފަދަ އެންމެހައި މަޞްލަޙަތުތައް ހާމަކުރަންވާނެއެވެ.

 ހިންގާ ކޮމިޓީގެ މެންބަރުންގެ ޚިދުމަތުގެ ދައުރު ފަށާއިރު އެ މެންބަރުންގެ މާލީ އަދި މާލީ ނޫން މަޞްލަޙަތުތައް ރެޖިސްޓަރ

އޮފް އިންޓަރެސްޓްގައި ހާމަކޮށް ފުރިހަމަ ކުރަންވާނެއެވެ.
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ލިބޭނެހެން ޢާއްމުންނަށް  މެންބަރުންނަށާއި  ޢާއްމު  ޖަމްޢިއްޔާގެ  އިންޓްރެސްޓް  އޮފް  ރެޖިސްޓަރ  ކޮމިޓީގެ   ހިންގާ 

ޢާއްމުކުރަންވާނެއެވެ.

ހިންގާ ކޮމިޓީގެ މެންބަރުން އަހަރަކު އެއްފަހަރު ރެޖިސްޓަރ އޮފް އިންޓަރެސްޓްގައިވާ މަޢުލޫމާތުތައް އަދާހަމަކުރަންވާނެއެވެ.

އެކަމެއް  މެދުވެރިވެއްޖެނަމަ  ޙާލަތެއް  ފުށުއަރާ  މަޞްލަޙަތު  އިތުރުން،  ހާމަކުރުމުގެ  މަޞްލަޙަތުތައް  އެއްފަހަރު   އަހަރަކު 

އިސްނަގައިގެން ހާމަކުރަންވާނެއެވެ.

 ރެޖިސްޓަރ އޮފް އިންޓްރެސްޓް އެކުގައި ޢާއްމުކޮށްފިނަމަ އަމިއްލަ ނަފްސަށް ކުރިމަތިވެދާނެ ނުރައްކަލެއްގެ ކަންބޮޑުވުން އޮތްނަމަ

 ނުވަތަ އެނޫންވެސް އެފަދަ ކަންބޮޑުވުންތަކެއް ހުރިނަމަ، ރެޖިސްޓަރގެ ވަކިވަކި ބައިތައް ނުވަތަ މުޅި ރެޖިސްޓަރ އެކުގައި

ޢަމަލުކުރަންވާނީ މަޢުލޫމާތާމެދު  އޭގައިވާ  އަދި  ހިއްސާކުރަންވާނެއެވެ.  ރައީސްއާ  ނުވަތަ  ޗެއަރޕަރސަންސްއާ   ޖަމްޢިއްޔާގެ 

)އެޙާލަތަކަށް ރިޢާޔަތްކޮށް( ސިއްރު މަޢުލޫމާތުގެ ގޮތުގައެވެ.

ް މޞަްލޙަތަު ފށުުއރަާ ޙާލތަތުކަުގއަި ޢމަލަުކުރާނެގތޮ

 ޖަމްޢިއްޔާގެ ޢާއްމު މެންބަރެއްގެ ނުވަތަ މުވައްޒަފެއްގެ މަޞްލަޙަތު ފުށުއަރާ ޙާލަތެއް އޮވެމެ ނުވަތަ އެފަދަ ޙާލަތެއް އޮވެދާނެ

 ކަމެއްގައި އެކަން ހާމަކޮށްފައިނުވާކަން ހިންގާ ކޮމިޓީގެ މެންބަރަކަށް ގަބޫލުކުރެވޭ އެކަށީގެންވާ ސަބަބުތައް ހުރިނަމަ، އެފަދައިން

 ގަބޫލުކުރެވޭ ސަބަބުތައް އެކަން ހާމަނުކުރި މީހާއަށް ޖަމްޢިއްޔާގެ ޗެއަރޕަރސަން ނުވަތަ ހިންގާ ކޮމިޓީގެ އެހެން މެންބަރުން

ހިއްސާކޮށް، މަޞްލަޙަތު ފުށުއަރާކަން ހާމަނުކުރެވުނީ ކީއްވެގެންކަމާމެދު ޖަވާބުދާރީވުމުގެ ފުރުޞަތު އެމީހާއަށް ދޭންވާނެއެވެ.

 މަޞްލަޙަތު ފުށުއަރާކަން ހާމަނުކުރީ ކީއްވެގެންކަން ބަޔާންކޮށްދީ އެ މީހަކު ޖަވާބުދާރީވުމުން، އެ ހާލަތަކާ ގުޅުވައި ބަލަންޖެހޭ

 އިތުރު ކަންތައްތައްވާނަމަ އެކަމެއް ބެލުމަށްފަހު، ޖަމްޢިއްޔާގެ ސުލޫކީ ގަވާއިދުތަކުގައި ބަޔާންކުރާ އެކަމަށް އެކަށީގެންވާ ސުލޫކީ

ފިޔަވަޅު އެ މީހަކާމެދު އެޅިދާނެއެވެ. 

މޞަްލޙަތަު ފށުުއރަާކނަް ހމާނަުކުރުމނުް އޅަާނެ ފޔިަވޅަު

 މި ސިޔާސަތު ޖަމްޢިއްޔާގެ އެންމެހައި މެންބަރުންނާއި ޖަމްޢިއްޔާއާ ގުޅިފައިވާ މުވައްޒަފުންނަށް ފެންނަން ހުންނަންވާނެއެވެ. ނުވަތަ

ލިބެން ހުންނަން ވާނެއެވެ.

 މަޞްލަޙަތު ފުށުއަރާފާނެ ފަދަ ޙާލަތެއްއޮތްނަމަ އެކަމެއް ފާހަގަކޮށް އެ މަޞްލަހަތު އޮތް ފަރާތަކުން އެކަން ހާމަކުރަންވާނެއެވެ.

 ނުވަތަ އެފަދަ ޙާލަތެއް އޮތްކަން ޖަމްޢިއްޔާގެ އެހެން މެންބަރުންނަށް ފާހަގަކުރެވިއްޖެނަމަ އެކަން ފާހަގަވާ ހިސާބުން ރިޕޯޓު

ކުރަންވާނެއެވެ.

 މަތީގައި ބުނެފައިވާފަދަ މަޞްލަޙަތުތައް ހާމަކުރާނީ ނުވަތަ ރިޕޯޓު ކުރާނީ ޖަމްޢިއްޔާގެ ޗެއަރޕަރސަން، ސެކްރެޓަރީ ޖެނެރަލް

ނޑައަޅާފައިވާ އޮފިސަރަކަށެވެ. ނުވަތަ އެފަދަ ކަންކަން ރިޕޯޓުކުރުމަށާއި އެ މަޢުލޫމާތު ބެލެހެއްޓުމަށް ޖަމްޢިއްޔާއިން ކަ

މީހުންގެ އެހެން  ގުޅުންނެތް  އެކަމާ  ކޮމިޓީއިންނާއި  ހިންގާ  ވަޒަންކުރާނީ  އޮތްތޯ  ޙާލަތެއް  ފުށުއަރާފާނެފަދަ   މަޞްލަޙަތު 

 ބައިވެރިވުމާއެކުއެވެ. ނުވަތަ ޖަމްޢިއްޔާގެ އެތިކްސް ކޮމިޓީއިންނެވެ. އެފަދަ ޙާލަތެއް އޮތްތޯ ވަޒަންކުރުމަށްފަހު އެފަދަ ޙާލަތެއް

އެއްވެސް ނިންމާ  ކަންތަކުގައި  ފުށުއަރާ  މަޞްލަޙަތު  އޮތްކަމާއި  ޙާލަތެއް  އެފަދަ  ނުވަތަ  ފާހަގަކުރެވިދާނެއެވެ.   ނެތްކަމަށް 

ނިންމުމެއްގައި އަދި އެކަމާ ގުޅުންހުރި އެއްވެސް ކަމެއްގައި އެ ފަރާތެއް ބައިވެރިވެގެންނުވާނެކަމަށް ނިންމިދާނެއެވެ.

 ޖަމްޢިއްޔާގެ މަސައްކަތްތަކާއި ޙަރަކާތްތަކުގައި އުޅޭ މީހުން މަޞްލަޙަތު ފުށުއަރާ ޙާލަތުގައި ޢަމަލުކުރާނެ ގޮތުގެ ސިޔާސަތަށް

އަހުލުވެރިވެފައިވާކަން ކަށަވަރުކުރުމަކީ ޖަމްޢިއްޔާގެ ޗެއަރޕަރސަންގެ ނުވަތަ ޗީފް އެގްޒެކެޓިވް އޮފިސަރގެ ޒިންމާއެކެވެ.
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3ANNEX

Gift Policy Template - Dhivehi Translation

ހދަޔިާ ދނިުމާއި ބަލއަގިތަމުގުެ ސިޔާސަތު

އރިުޝާދު:ޖ
ހަދިޔާ ދިނުމާއި ބަދަލުކުރުމުގެ ސިޔާސަތުގައި އަންނަނިވި ކަންކަން ހިމަނަންވާނެއެވެ.

ޖަމްޢިއްޔާއިން ގަބޫލުކުރާނެ ބާވަތްތަކުގެ ހަދިޔާ ނުވަތަ ހިލޭ އެހީ އަކީ ކޮބައިކަން.

ހަދިޔާ ގަބޫލުކުރުމާބެހޭ އިޖުރާއަތްތައް ކުރިއަށް ގެންދާނެގޮތް.

ނޑައެޅުން. ކަމާގުޅުންހުރި މަސްއޫލިއްޔަތުތައް އަދާކުރާނެ މީހުން ކަ

ލިބޭ ހަދިޔާއަކީ ޖަމްޢިއްޔާއަށް ގަބޫލުކުރެވިދާނެ ހަދިޔާއެއްތޯ ބެލުމަށް ރިވިއު ކުރަންޖެހޭ ޙާލަތްތަކަކީ ކޮބައިކަން.

މިންގަނޑުތަކެވެ. އަސާސީ  ހުންނަންވާނެ  ގޮތުގެ ސިޔާސަތެއްގައި  ޢަމަލުކުރާނެ  ގަބޫލުކުރުމުގައި  ދިނުމާއި  ހަދިޔާ  ނަމޫނާ ސިޔާސަތަކީ   ތިރީގައިވާ 

ޖަމްޢިއްޔާއަކުން ބޭނުންވާގޮތަށް އަދި ބެސްޓް ޕްރެކްޓިސްއާ އެއްގޮތަށް އެ ޖަމްޢިއްޔާއެއްގެ ސިޔާސަތު މިއަށްވުރެ ފުޅާކޮށް އެކުލަވާލެވިދާނެއެވެ.

	 ތޢަާރަފް
 މިއީ، ޖަމްޢިއްޔާގެ ހިންގާ ކޮމިޓީގެ މެންބަރުން ނުވަތަ ޢާއްމު މެންބަރުން ނުވަތަ މުވައްޒަފުން ނުވަތަ ވޮލަންޓިއަރުން ޖަމްޢިއްޔާގެ

ނުވަތަ ލިބޭ  ޖަމްޢިއްޔާއަށް  ސިޔާސަތެވެ.  ބަޔާންކޮށްދޭ  އިޖުރާއަތު  ޢަމަލުކުރަންޖެހޭ  ދިނުމުގައި  ގަބޫލުކުރުމާއި  ހަދިޔާ   ފަރާތުން 

 ޖަމްޢިއްޔާއިން ދޭ ހަދިޔާ އާއި މެހެމާންދާރީގެ ގޮތުންނާއި މުނިފޫހިފިލުވުމުގެ ޙަރަކާތްތަކުގެ ތެރެއިންނާއި އަދި އެނޫންވެސް ގޮތްގޮތުން

ކުރާ ޚަރަދުތަކުގެ މައްޗަށް މި ސިޔާސަތު ހިނގާނެއެވެ.

މޤަޞްަދު
އުސޫލުތައް ގޮތުގެ  ޢަމަލުކުރާނެ  ދިނުމުގައި  ގަބޫލުކުރުމާއި  ހަދިޔާ  ނަމުގައި  ޖަމްޢިއްޔާގެ  މަޤްޞަދަކީ  ސިޔާސަތުގެ   މި 

ނޑައެޅުމާއި، ނޭދެވޭ ނުފޫޒުތަކާއި ވަންހަނާވެފައިވާ އެކިކަހަލަ ނުރަނގަޅު ކަންކަމުން ޖަމްޢިއްޔާ ރައްކާތެރިކުރުމަށް އަޅާނެ  ކަ

 ފިޔަވަޅުތައް ގާއިމްކުރުމާއި، ޖަމްޢިއްޔާގެ ނަމަށް ލިބިދާނެ ގެއްލުންތައް ކުޑަކުރުމާއި ޖަމްޢިއްޔާއަށް ލިބޭ އަދި ޖަމްޢިއްޔާއިން ދޭ

ހަދިޔާއަކީ ޖަމްޢިއްޔާގެ މަޞްލަޙަތުތައް ޙިމާޔަތްކުރުމަށް އެކަށީގެންވާ ހަދިޔާކަން ކަށަވަރުކުރުމެވެ.

 ޖަމްޢިއްޔާއަށް އެކި ބާވަތުގެ ހަދިޔާ ދިނުމަށް ބޭނުންވާ ނުވަތަ އެދޭ ޑޯނަރުންނާއި އެނޫންވެސް ފަރާތްތަކަށް ޖަމްޢިއްޔާއަށް ހަދިޔާ

 ދިނުމާގުޅޭ އިރުޝާދު ދިނުމަކީވެސް މި ސިޔާސަތުގެ މަޤްޞަދެކެވެ. ހަމަމިއާއެކު ޖަމްޢިއްޔާއިން ހަދިޔާ ދިނުމާއި ގަބޫލުކުރުމާ

ވޮލަންޓިއަރުންނަށް މުވައްޒަފުންނަށާއި  މެންބަރުންނަށާއި  ޢާއްމު  މެންބަރުންނަށާއި  ކޮމިޓީގެ  ހިންގާ  ޖަމްޢިއްޔާގެ   ގުޅޭގޮތުން، 

އިރުޝާދު ދިނުމަކީވެސް މި ސިޔާސަތުގެ މަޤްޞަދެކެވެ.
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 ޑޯނަރ: މި ސިޔާސަތުގައި ޑޯނަރުންކަމަށް މާނަކުރަނީ ހަދިޔާ ހުށަހަޅާ ވަކިވަކި ފަރުދުން ނުވަތަ ޖަމްޢިއްޔާ ޖަމާޢަތްތަކާއި

ވިޔަފާރިތަކެވެ.

ހަދިޔާ: 

 ޖަމްޢިއްޔާއަށް ނުވަތަ ޖަމްޢިއްޔާއާ ގުޅިފައިވާ ފަރާތަކަށް، ބަދަލުގައި އެއްވެސް އަގެއް އަދާކުރަންނުޖެހޭގޮތަށް ހުށަހަޅާ

 ނުވަތަ ޖަމްޢިއްޔާއިން ނުވަތަ ޖަމްޢިއްޔާއާ ގުޅިފައިވާ ފަރާތަކުން ބަދަލުގައި އެއްވެސް އަގެއް ދިނުމެއްނެތި ގަބޫލުކުރާ،

 ނަގުދު ފައިސާގެ ގޮތުގައި ހިމެނޭ ނުވަތަ މުދަލުގެ ގޮތުގައި ހިމެނޭ ނުވަތަ މާލީ ވިޔަފާރީގެ ގޮތުން އަގުކުރެވޭ އެއްވެސް

ބާވަތެއްގެ ޚިދުމަތެއް ނުވަތަ މުދަލެއް.

 ހަދިޔާގެ މާނައިގެ ތެރޭގައި ނުހިމެނޭ ބާވަތްތައް: )1( ވިޔަފާރީގެ މުޢާމަލާތެއްގެ ތެރޭގައި ދެވޭ ޑިސްކައުންޓާއި ރީފަންޑް 

 )2( ހަނދާނީފިލާ ނުވަތަ ޓްރޮފީ ނުވަތަ ސުވެނިއަރ )3( އާއްމު އުސޫލަކުން ހިނގާ ކަންކަމުގެ ތެރެއިން ކުރިއަށް ގެންދާ

 ކެއުންތަކާއި އެހެނިހެން ހަފްލާތަކަށް ހާޒިރުވުމަށް ދެވޭ ދަޢުވަތު )4( ޕްރޮގްރާމް އެގްރިމެންޓެއްގެ ދަށުން މާލީގޮތުންނާއި

ތަކެތީގެ ގޮތުން ދެވޭ ހިލޭ އެހީ އާއި ސްޕޮންސަރޝިޕް.

	 މާނަކުރުން

ހނިްގނޭެ ދާއރިާ
 ޖަމްޢިއްޔާގެ ހިންގާ ކޮމިޓީގެ މެންބަރުންނާއި ޢާއްމު މެންބަރުންނާއި މުވައްޒަފުންނާއި ވޮލަންޓިއަރުންނާއި ވަކި ޚާއްޞަ މަސައްކަތްތަކަށް

 ނަގާފައިތިބޭ މީހުންގެ ތެރެއިން ޖަމްޢިއްޔާގެ ނަމުގައި ހަދިޔާ ގަބޫލުކޮށް ހުށަހެޅޭނެފަދަ މަގާމެއްގައި ތިބި މީހުންގެ މައްޗަށް މި ސިޔާސަތު

ހިނގާނެއެވެ.

ޢާއމްު ސިޔާސަތު

 މި ޖަމްޢިއްޔާއިން ހަދިޔާ ގަބޫލުކުރާނީ އަދި ހުށަހަޅާނީ ޖަމްޢިއްޔާގެ މިޝަން ކުރިއަރުވައި ހާސިލްކުރުމަށް އެހީއަކަށްވާފަދަ އަދި

ނޑު ޕްރޮގްރާމްތަކަށާއި ޚާއްޞަ ޕްރޮޖެކްޓްތަކަށް ސަޕޯޓް ލިއްބައިދޭ ފަދަ ހަދިޔާއެވެ. ޖަމްޢިއްޔާގެ މައިގަ

 ޖަމްޢިއްޔާއިން ގަބޫލުކުރާ އަދި ހުށަހަޅާ އެންމެހައި ހަދިޔާއެއް ޖަމްޢިއްޔާގެ އޯވަރޯލް މިޝަންއާއި، ސިޔާސަތުތަކާއި ނިންމުންތަކާއި

އަދި ޤާނޫނުތަކާއި ގަވާއިދުތަކާ އެއްގޮތްވާންވާނެއެވެ.

 ޖަމްޢިއްޔާއިން ގަބޫލުކުރާ އަދި ހުށަހަޅާ އެންމެހައި ހަދިޔާއެއްގެ މަޢުލޫމާތު ރެކޯޑުކުރުމަށްޓަކައި “ގިފްޓް ރެޖިސްޓަރ/ހަދިޔާގެ

ދަފްތަރު” އެއް ޖަމްޢިއްޔާއިން ބަލަހައްޓަންވާނެއެވެ.

 މި ސިޔާސަތު ތަންފީޒުކޮށް ޢަމަލުކުރާކަން ކަށަވަރު ކުރުމަށާއި، ހަދިޔާގެ މަޢުލޫމާތު ރައްކާކޮށް ބެލެހެއްޓުމަށްޓަކައި އިދާރީ ގޮތުން

މި މަސްއޫލިއްތުތައް އެކަމަށް ޢައްޔަންކުރެވޭ އޮފިސަރަކާ ހިންގާ ކޮމިޓީއިން ޙަވާލުކުރަންވާނެއެވެ.

 މި ސިޔާސަތު ޖަމްޢިއްޔާގެ އެންމެހައި މެންބަރުންނާއި ޖަމްޢިއްޔާއާ ގުޅިފައިވާ މުވައްޒަފުންނަށް ފެންނަން ހުންނަންވާނެއެވެ.

ނުވަތަ ލިބެން ހުންނަން ވާނެއެވެ.
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ހދަޔިާ ގބަޫލުކުރުމާއި ދނިުމގުެ ކުރނިް ރޢިާޔަތކްުރަންވީ ކނަްތއަތްއަް

 ކޮން ފަރާތެއްކަން ނޭނގޭ ޑޯނަރުން ނުވަތަ ކުރިން އެއްވެސް ވަރަކަށް ޖަމްޢިއްޔާއާއެކު ގުޅުމެއް ގާއިމްކުރެވިފައިނުވާ ނުދަންނަ

ޑޯނަރުން ހުށަހަޅާ ހަދިޔާ.

 ޖަމްޢިއްޔާއިން ގަބޫލުކުރާ އަސާސީ ހަމަތަކާއި މިޝަން، ސީދާ ގޮތުންވިޔަސް ނުސީދާގޮތުންވިޔަސް، ގަބޫލު ނުކުރާ ނުވަތަ

އެހީދޭ ތަކުގެ  ސަރުކާރުގެ  ބޭރުގެ  )ފައުންޑޭޝަންތައް،  ޑޯނަރުން  އިންސްޓިއުޝަނަލް  ނުވަތަ  މަރުކަޒީ  ނުކުރާ،   ހިއްސާ 

ޝަޚްޞުތައްފަދަ( ގާއިމްކޮށްފައިވާ  ހޯދުމަށް  ފައިދާ  ނުވަތަ  ފައުންޑޭޝަންތައް  ކޯޕޮރޭޓް  ކޯޕަރޭޝަންތައް،   އެޖެންސީތައް، 

ހުށަހަޅާ ހަދިޔާ.

 ހަދިޔާ ގަބޫލުކުރުމުގެ ކުރިން ޤާނޫނީ ލަފާ ހޯދަން ޖެހޭ ބާވަތުގެ ހަދިޔާ )މިސާލަކަށް ސެކިއުރިޓީޒް، ހިފާގެންގުޅެވޭ އަމިއްލަ

މުދާ، ލައިފް އިންޝުއަރެންސް ނުވަތަ ރިއަލް އެސްޓޭޓްފަދަ(. 

މަޞްލަޙަތު ފުށުއަރާފަދަ ޙާލަތެއް މެދުވެރިކުރުވަފާނެފަދަ ހަދިޔާ. 

ޖަމްޢިއްޔާގެ މައްޗަށް އެއްވެސް ކަހަލަ ހަނިކުރުމެއް މެދުވެރިކުރުވަފާނެފަދަ ހަދިޔާ.

ތިރީގައި ބަޔާންކޮށްފައިވާ ބާވަތްތަކުގެ ހަދިޔާ ގަބޫލުކުރަންވާނީ އެ ހަދިޔާ ގަބޫލުކުރުމާ ނުކުރުމާމެދު ކުރެވޭ ރިވިއުއަކަށްފަހުއެވެ.

ރވިއިުކުރުމށަްފހަު ގބަޫލުކުރެވޭ ހދަޔިާ

 ޖަމްޢިއްޔާއިން ހަދިޔާ ގަބޫލުކުރަންވާނީ އަދި ހުށަހަޅަންވާނީ ތިރީގައި ބަޔާންކޮށްފައިވާ ކަންކަމަށް ރިޢާޔަތްކޮށްފައެވެ. އަދި ހަދިޔާ

ގަބޫލުކޮށް ހުށަހެޅުމުގެ ކުރިން މިނޫންވެސް ކަންކަމަށް ރިޢާޔަތްކުރެވިދާނެއެވެ.

 ޖަމްޢިއްޔާއިން ގަބޫލުކުރުމަށް ހުށަހަޅާފައިވާ ނުވަތަ ޖަމްޢިއްޔާއިން އެހެން ފަރާތަކަށް ހުށަހަޅާ ހަދިޔާގެ ސަބަބުން ޖަމްޢިއްޔާއިން

ގަބޫލުކުރާ އަސާސީ ހަމަތައް ނުވަތަ ޖަމްޢިއްޔާގެ މިޝަން އެއްވެސް ވަރަކަށް ކޮމްޕްރޮމައިޒްވެދާނެތޯ ނުވަތަ ނޫންތޯ.

 ޖަމްޢިއްޔާއިން ގަބޫލުކުރުމަށް ހުށަހަޅާފައިވާ ނުވަތަ ޖަމްޢިއްޔާއިން އެހެން ފަރާތަކަށް ހުށަހަޅާ ހަދިޔާގެ ސަބަބުން ޖަމްޢިއްޔާގެ

 ނަމަށް އެއްވެސް ގެއްލުމެއް ކުރިމަތިވެދާނެތޯ ނުވަތަ ޖަމްޢިއްޔާއާމެދު ޢާއްމުންގެ ތެރޭގައި ނުރަނގަޅު ތަޞައްވުރެއް އުފެދިދާނެތޯ

ނުވަތަ ނޫންތޯ.

 ޖަމްޢިއްޔާއިން ވަކި ހަދިޔާއެއް ގަބޫލުކޮށްފިނަމަ ނުވަތަ ހުށަހަޅައިފިނަމަ ޖަމްޢިއްޔާއަށް ބަލައިނުގަނެވޭފަދަ އެއްވެސް ނަތީޖާއަކާ

ކުރިމަތިލާން ޖެހިދާނެތޯ ނުވަތަ ނޫންތޯ.

ހަދިޔާގެ އަސާސީ ނުވަތަ އަސްލު ފައިދާ ވާ ފަރާތަކީ ޖަމްޢިއްޔާތޯ ނުވަތަ ޑޯނަރތޯ. 

 ޖަމްޢިއްޔާއަށް ހަދިޔާ ހުށަހަޅާފައިވަނީ ނުވަތަ ގަބޫލުކުރަނީ ޖަމްޢިއްޔާއިން އިތުރު ޚަރަދެއް ކުރުމަކާ ނުލައި ނުވަތަ އިތުރު

ތަކުލީފަކާ ނުލައި އެ ހަދިޔާއެއް ޖަމްޢިއްޔާއަށް ބޭނުންކުރެވޭނެ ގޮތަކަށްތޯ.

 ހަދިޔާ ހުށަހަޅާފައިވަނީ ޢާއްމުންގެ ތެރޭގައި ސުވާލު އުފެދޭފަދަ ނުވަތަ ކޮންޓްރޮވަރޝަލް ޑޯނަރއެއްތޯ )މިސާލަކަށް ސިޔާސީ

ފަރާތެއް(. 

ހަދިޔާ ގަބޫލުކުރުމާއި  ހަދިޔާ  ބެލުމާއި،  ހަދިޔާއެއްތޯ  ބާވަތުގެ  ހުށަހަޅޭނެ  ނުވަތަ  ބަލައިގަނެވޭނެ  ޖަމްޢިއްޔާއިން   ހަދިޔާއަކީ 

ނޑައަޅާނީ އަދި ނިންމުންތައް ނިންމާނީ ހިންގާ ކޮމިޓީއިންނެވެ. ގަބޫލުނުކުރުމަށް ކަ
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ރވިއިުކުރުމކަާ ނުލއަި ގބަޫލުކުރެވނޭެ ހދަޔިާ

 ޖަމްޢިއްޔާގެ މިޝަންއާއި ޖަމްޢިއްޔާއިން ގަބޫލުކުރާ ހަމަތަކާއި އެއް ހަމަތަކެއް ނުވަތަ އެއްގޮތް ހަމަތަކެއް ގަބޫލުކުރާ ނުވަތަ

އެއް މިޝަންއެއް ނުވަތަ އެއްގޮތް މިޝަންއެއް ގެންގުޅޭ ޑޯނަރުން ހުށަހަޅާ ހަދިޔާ.

ޖަމްޢިއްޔާއަށް އެހީދިނުމުގެ ގޮތުން ގުޅުމެއް ގާއިމްކޮށްފައިވާ ޑޯނަރުން ހުށަހަޅާ ހަދިޔާ.

މުޖުތަމަޢުގައި އެ ފަރާތަކާމެދު ސުވާލު ނުއުފެދޭނެފަދަ ފަރާތަކުން ހުށަހަޅާ ހަދިޔާ.

އަގަކަށްވުރެ( ވަކި  ނޑައަޅާފައިވާ  ކަ )ޖަމްޢިއްޔާއިން  އަގު  ހަދިޔާގެ  ބުނެފައިވާ  ގައި  )ނ(  )ށ(،  )ހ(،  ނަންބަރުގެ   މި 

ބޮޑުކަމުގައިވާނަމަ އެ ހަދިޔާއެއް ގަބޫލުކުރުމުގެ ކުރިން ހިންގާ ކޮމިޓީއިން އެ ހަދިޔާ ރިވިއުކުރަންވާނެއެވެ.
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ް ސުލކޫީ މނިްގނަޑު ނުވތަަ ކޑޯް އޮފް ކޮންޑކަޓްް ތއަޔްާރުކުރާނެ ގތޮ

ސުލކޫީ މނިްގނަޑކަީ ކޮބާ؟
ނޑަކީ އެ ޖަމްޢިއްޔާއެއްގެ މެންބަރުންނާއި، މުވައްޒަފުންނާއި، ޖަމްޢިއްޔާގެ ފަރާތުން މަސައްކަތްކުރާ  ޖަމްޢިއްޔާއެއްގެ ސުލޫކީ މިންގަ

ނޑުތަކާއި އުސޫލުތަކާއި އަދި ބެސްޓް  ނުވަތަ ޖަމްޢިއްޔާ ތަމްސީލުކުރާ ތިންވަނަ ފަރާތްތަކުގެ ޢަމަލުތައް ބަހައްޓަންޖެހޭ ހަމަތަކާއި މިންގަ

ޕްރެކްޓިސް ބަޔާންކޮށްދޭ ސިޔާސަތެވެ.

ނޑައެޅިފައިވާ ވަކި ޙާލަތްތަކެއްގައި ބެސްޓް ޕްރެކްޓިސްއާ އެއްގޮތަށް ކޯޑް އޮފް ކޮންޑަކްޓް” މާނަކޮށްފައިހުންނަ ގޮތަށް ބަލާއިރު އެއީ، ކަ  

 ޢަމަލުތައް ބަހައްޓަންވީގޮތް ބަޔާންކޮށްދޭ ގަވާއިދުތަކެވެ. އިނގިރޭސި ބަހުން ކޯޑް އޮފް ކޮންޑަކްޓަށް ޙަވާލާދޭއިރު ބައެއްފަހަރު “ކޯޑް އޮފް

 އެތިކްސް” މި ބަސް ވެސް ބޭނުންކޮށްފައިހުރެއެވެ. ޖަމްޢިއްޔާއެއްގެ “ކޯޑް އޮފް އެތިކްސް” އަކީ އެ ޖަމްޢިއްޔާއަކުން ނިންމާ ކަންކަމުގައި

ނޑެވެ. ދިވެހި ބަހުގައި ނޑައަޅައިދޭ މިންގަ  އެ ޖަމްޢިއްޔާއިން ގަބޫލުކުރާ އަސާސްތަކާއި ހަމަތަކުން އެކަމެއްގެ ރަނގަޅާއި ނުރަނގަޅު ކަ

ނޑު” މި ބަހެވެ. ކޯޑް އޮފް ކޮންޑަކްޓް ނުވަތަ ކޯޑް އޮފް އެތިކްސްއަށް އާއްމުގޮތެއްގައި ބޭނުންކުރަނީ “ސުލޫކީ މިންގަ

ސުލކޫީ މނިްގނަޑއެް އޮތމުގުެ މހުއިމްކުމަކަީ ކޮބާ؟
 ޖަމްޢިއްޔާއެއްގެ ހިންގުމުގައާއި މަސައްކަތުގެ މާޙައުލުގައި އެދެވިގެންވާ ސުލޫކަކީ ނުވަތަ އަޚުލާޤަކީ ކޮބައިކަން ބަޔާންކޮށްދެނީ

ނޑުންނެވެ. އެތިކަލް އިޝޫއަކާ ގުޅޭ ނުވަތަ އަޚްލާޤީ މައްސަލައަކާ ގުޅުންހުރި ކަންކަން ނިންމުމުގައި  ޖަމްޢިއްޔާގެ ސުލޫކީ މިންގަ

ނޑާމެދު މިންގަ ސުލޫކީ  ޖަމްޢިއްޔާގެ  އިތުރުން،  މީގެ  ބޭނުންކުރެވިދާނެއެވެ.  ނޑު  މިންގަ ސުލޫކީ  ގޮތުގައި   އަސާސެއްގެ 

 ހޭލުންތެރިކަން އިތުރުވާވަރަކަށް ޖަމްޢިއްޔާގެ މެންބަރުންނާއި މުވައްޒަފުންނާއި ދެމެދު ގުޅުން ބަދަހިވެ އެފަދަ ކަންކަމުގައި

ވާހަކަ ދައްކައި މަޝްވަރާކުރުމަށް ޖާގަ ހުޅުވިގެންދެއެވެ.

 ޖަމްޢިއްޔާއަކުން ޤަބޫލުކުރާ ހަމަތަކާއި އުޞޫލުތައް ނެގެހެއްޓުމަށާއި ބެސްޓް ޕްރެކްޓިސްއަށް ޢަމަލުކުރުމަށް އެ ޖަމްޢިއްޔާއަކުން

ޖަމްޢިއްޔާއެއް އެ  މުޖުތަމަޢުގައި  ސަބަބުން  މީގެ  ދައްކުވައިދެއެވެ.  ނޑުން  މިންގަ ސުލޫކީ  ޖަމްޢިއްޔާގެ  އަހައްމިއްޔަތު   ދޭ 

ބަލައިގަތުން އިތުރުވުމާއި ޖަމްޢިއްޔާގެ އިތުބާރު އިތުރުވެގެންދެއެވެ.

ބެލުމުގައި ޕަރފޯމަންސް  ސުލޫކާއި  ވޮލަންޓިއަރުންގެ  މުވައްޒަފުންނާއި،  މެންބަރުންނާއި،  މެނޭޖްމަންޓާއި،   ޖަމްޢިއްޔާގެ 

ޖަމްޢިއްޔާއިން ނޑިތަކާއި  ނޑުދަ ލަ ޖަމްޢިއްޔާގެ  އަދި  ނޑައަޅައިދެއެވެ.  ކަ ނޑުން  މިންގަ ސުލޫކީ  ކަންކަން   ރިޢާޔަތްކުރާނެ 

ނޑުން މަގުދައްކައިދެއެވެ. ގަބޫލުކުރާ ހަމަތަކާ އެއްގޮތަށް އެ ފަރާތްތަކުގެ ޢަމަލުތައް ބައްޓަންކުރުމަށް ސުލޫކީ މިންގަ

ހިފެހެއްޓުމަކީ ނޑުތަކެއް  މިންގަ ކަހަލަ  ވަކި  ހަމަތަކަކާއި  ވަކި  އަޚްލާޤީ  އޮތުމުން  ނޑެއް  މިންގަ ސުލޫކީ   ޖަމްޢިއްޔާގެ 

 ޖަމްޢިއްޔާއަށް މުހިއްމު ކަމެއްކަން ދައްކުވައިދެއެވެ. އަދި ޖަމްޢިއްޔާގެ މައްޗަށް ޖަމްޢިއްޔާގެ މެންބަރުންނާއި، މުވައްޒަފުންނާއި،

ނޑަކުން  ވޮލަންޓިއަރުންނާއި، ޕާޓްނަރުންނާއި، ފަންޑުކުރާ ފަރާތްތަކުން ކުރާ އިތުބާރު އިތުރުވެގެން ދެއެވެ. ސުލޫކީ މިންގަ

މުވައްޒަފުންނާއި މެންބަރުންނާއި  ޖަމްޢިއްޔާގެ  ޕަރފޯމަންސާއި،  ޖަމްޢިއްޔާގެ  ޢަމަލުކުރުމަކީ  ހަމަތަކަށް  ނޑައަޅާފައިވާ   ކަ

ވޮލަންޓިއަރުން ޖަމްޢިއްޔާއާމެދު ދެކޭގޮތް ރަނގަޅު ވެގެންދާ ކަމެކެވެ.



ނޑުން، ސުލޫކާ ޚިލާފު ޢަމަލުތަކާއި ކޮރަޕްޓް ޢަމަލުތައް ޖަމްޢިއްޔާގައި ވިޔަނުދިނުމަށް އިރުޝާދު  ޖަމްޢިއްޔާގެ ސުލޫކީ މިންގަ

ގޮތުން މާލީ  ގެއްލުންތަކާއި  ލިބިދާނެ  އިތުބާރަށް  ނަމާއި  ޖަމްޢިއްޔާގެ  ސަބަބުން  ޢަމަލުތަކުގެ  އެފަދަ  އަދި   ލިއްބައިދެއެވެ. 

ކުރިމަތިވެދާނެ ހިރާސްތަކުން ޖަމްޢިއްޔާ ރައްކާތެރިކޮށްދެއެވެ.

ް ސުލކޫީ މނިްގނަޑު އކެުލވަާލުމގުއަި ޢމަލަުކުރަންވީ ގތޮ
ނޑައެޅުން. ނޑު އެކުލަވާލުމުގައި ބައިވެރިވާނީ ކޮންބައެއްކަން ކަ ޖަމްޢިއްޔާގެ ސުލޫކީ މިންގަ

އެހެނިހެން އަދި  ވޮލަންޓިއަރުންނާއި  މުވައްޒަފުންނާއި،  މެންބަރުންނާއި،  މެނޭޖްމަންޓާއި،  އާއި،  ކޮމިޓީ  ހިންގާ   ޖަމްޢިއްޔާގެ 

ނޑައަޅާށެވެ. ކަ ފަރާތްތައް  ބައިވެރިކުރާނެ  އެކުލަވާލުމުގައި  ނޑު  މިންގަ ސުލޫކީ  ޖަމްޢިއްޔާގެ  ތެރެއިން،   ސްޓޭކްހޯލްޑަރުންގެ 

 ޖަމްޢިއްޔާގެ އެތެރޭގެ ސިޔާސަތުތައް އެކުލަވާލުމުގައި ޢަމަލުކުރަމުންދާ އުސޫލެއް އޮތްނަމަ އެ އުސޫލުގެ ތެރެއިން އެ ފަރާތްތައް

ނޑު ނޑު އެކުލަވާލުމުގެ މަސައްކަތް ކުރުމުން އެ މިންގަ ނޑައެޅިދާނެއެވެ. ގިނަ ފަރާތްތަކަށް ބައިވެރިވެވޭގޮތަށް ސުލޫކީ މިންގަ  ކަ

ގަބޫލުކޮށް ތަންފީޒުކުރުމަށް ބާރުއެޅިގެންދާނެއެވެ.

މާޒީގައި ދިމާވެފައިހުރި ސުލޫކީ މައްސަލަތަކާއި އެ ޙާލަތްތަކުގައި ޢަމަލުކުރަން އެދެވިގެންވާ ހަމަތަކާއި ސުލޫކު ދެނެގަތުން. 

ނޑު އެކުލަވާލުމުގެ ކުރިން، ޖަމްޢިއްޔާއަށް މީގެ ކުރިން ކުރިމަތިވެފައިވާ ސުލޫކީ މައްސަލަތަކަށް ރިޢާޔަތްކުރާށެވެ.  ސުލޫކީ މިންގަ

 އަދި ޖަމްޢިއްޔާ ހިންގުމުގައާއި ޖަމްޢިއްޔާއިން ކުރާ މުޢާމަލާތްތަކުގައި ކުރިއަށް އޮތް ތަނުގައި އެފަދަ މައްސަލަތައް ދިމާވެދާނެ

ދާއިރާތައް ހުރި  ހިރާސް  ދިމާވުމުގެ  މައްސަލަތައް  ސުލޫކީ  ދެނެގަންނާށެވެ.  ކޮބައިކަން  އޭރިއާތަކަކީ  ނުވަތަ   ދާއިރާތަކަކީ 

 ދެނެގަތުމަށްފަހު، އެފަދަ މައްސަލަތައް ކުރިމަތިވިޔަނުދީ ރައްކާތެރިވެވޭނީ ކިހިނެއްކަމާއި، އެފަދަ މައްސަލަތައް ވިޔަނުދިނުމަށްޓަކައި

ނޑައަޅާށެވެ.  ނޑުތައް ކަ ޢަމަލުތައް ބަހައްޓަންވީ ގޮތާއި، ނަގަހައްޓަންވީ މިންގަ

ނޑު އޮންނަންވީ ގޮތް  ސުލޫކީ މިންގަ

ނޑު ޑްރާފްޓް ކުރާށެވެ. އަންނަނިވި ބައިތައް ހިމެނޭގޮތަށް ސުލޫކީ މިންގަ

ނޑު ހިންގޭނެ ދާއިރާ؛ ސުލޫކީ މިންގަ

ނޑިތަކާއި މަޤްޞަދުތައް ހާސިލްކުރުމަށް ޖަމްޢިއްޔާއަށް އެންމެ މުހިއްމުކަމަށް ދެކޭ އަސާސީ ހަމަތަކާއި ނޑުދަ  ޖަމްޢިއްޔާގެ ލަ

ހަމަތައް އިންޓެގްރިޓީގެ  ބިޒްނަސް  ފަދަ  ޖަވާބުދާރީވުން  ދެފުށްފެނުން،  ނަޒާހަތްތެރިވުން،  ތެރޭގައި  މީގެ   އުޞޫލުތައް؛ 

ނެގެހެއްޓުމަށް ކޮންމެހެންވެސް ބޭނުންތެރި ހަމަތައް ހިމަނަންވާނެއެވެ.

 ޖަމްޢިއްޔާގެ ހިންގާ ކޮމިޓީއާއި، މެނޭޖްމަންޓާއި، މެންބަރުންނާއި މުވައްޒަފުންނަކީ ކަމާގުޅުންހުރި ޤާނޫނުތަކާއި ގަވާއިދުތަކަށް

ކިޔަމަންވެ ޙުރުމަތްތެރިކޮށްހިތާ ބައެއްގެ ގޮތުގައި ފެންނަން ޖަމްޢިއްޔާއިން ބޭނުންވާކަން އަންގައިދިނުން.

ނޑާ ޚިލާފުވުމުން އަޅާނެ ފިޔަވަޅުތައް ހިމެނުން. ސުލޫކީ ފިޔަވަޅުތަކުގެ ތެރޭގައި އަނގަބަހުންނާއި ލިޔުމުން  ސުލޫކީ މިންގަ

 އިންޒާރު ދިނުން، ސަސްޕެންޑްކުރުން، ނުވަތަ ވަޒީފާއިން ވަކިކުރުން ހިމެނިދާނެއެވެ. ޖަމްޢިއްޔާގެ މުވައްޒަފުންގެ ގޮތުގައި

 ނުހިމެނޭ ނަމަވެސް ޖަމްޢިއްޔާގެ މަސައްކަތްތައް ކުރާ ވަކިވަކި އެސޯސިއޭޓުންނާމެދު ފިޔަވަޅު އެޅުމުގައި އިރުޝާދު ހޯދުމަށްޓަކައި

ނޑައަޅާފައިވާ ކަންކަމަށް ރިޢާޔަތްކުރެވިދާނެއެވެ. ވަޒީފާއާ ގުޅުންހުރި ޤާނޫނުތަކާއި ގަވާއިދުތަކުގައި ކަ
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ނޑަށް މިންގަ ސުލޫކީ  ބަޔާންކުރުން.  އިޖުރާއަތްތައް  ހުށަހެޅޭނެ  ޝަކުވާ  އެކަމުގެ  ޚިލާފުވެއްޖެނަމަ  ނޑާ  މިންގަ  ސުލޫކީ 

މުވައްޒަފުންނާއި، މެންބަރުންނާއި،  ޖަމްޢިއްޔާގެ  ޚިލާފުވެއްޖެނަމަ  ނޑާ  މިންގަ އެ  ފަރާތަކުން  އެއްވެސް   ޢަމަލުކުރަންޖެހޭ 

ވޮލަންޓިއަރުންނާއި ސްޓޭކްހޯލްޑަރުން އެކަމުގެ ޝަކުވާ ކުރާނެ ގޮތުގެ އިރުޝާދު ޝަކުވާ ކުރުމުގެ އިޖުރާއަތުން ލިބިގެންދާނެއެވެ.

ނޑައަޅާށެވެ. ކޮމްޕްލަޔަންސް އޭރިއާއަކީ ސުލޫކީ  ނޑުގައި ހިމަނާނެ ކޮމްޕްލަޔަންސް އޭރިއާތަކަކީ ކޮބައިކަން ކަ  ސުލޫކީ މިންގަ

ނޑުގައި ނޑުން ވަކި ގޮތަކަށް ސުލޫކާއި ޢަމަލުތައް ބެހެއްޓުން ލާޒިމްކުރާ އޭރިއާތަކެވެ. ތިރީގައިމިވަނީ ސުލޫކީ މިންގަ  މިންގަ

ހިމެނިދާނެ އޭރިއާތަކެވެ:

މަޞްލަޙަތު ފުށުއެރުން.

މުދާ ރައްކާތެރިކުރުން.

ހަދިޔާ ދިނުމާއި ބަލައިގަތުމުގެ ސިޔާސަތު.

އޯގަނައިޒޭޝަންގެ ސަގާފަތު.

ވިސްލްބްލޯކުރުމާއި ރިޕޯޓުކުރުން.

ސިއްރު ހިފެހެއްޓުން.

އިސްނަގައިގެން ހާމަކުރުން.

ޖިންސީ އަދި އެހެނިހެން ފުރައްސާރައާއި ތަފާތުކުރުން.

މަސްތުވާތަކެތި ބޭނުންކުރުން.

ޒާތީ މަޢުލޫމާތާ ގުޅޭ ސިޔާސަތު.

ހަމަހަމަ ފުރުޞަތު.

ނޑައެޅުމަށްފަހު، ކޮންމެ އޭރިއާ އަކާ ގުޅޭ ސެކްޝަންގައި ޖަމްޢިއްޔާގެ ނޑުގައި ހިމަނާނެ ކޮމްޕްލަޔަންސް އޭރިއާތައް ކަ  ސުލޫކީ މިންގަ

ކަންކަމާ ގުޅޭގޮތަށް އެންމެ އެކަށޭނަ މަޢުލޫމާތު ހިމަނާށެވެ.

މެންބަރުންނާއި ތައްޔާރުކުރުމަށްފަހު  އައުޓްލައިނެއް  ގޮތުގެ  އޮންނާނެ  ނޑު  މިންގަ ސުލޫކީ  އެއްގޮތަށް  ކަންކަމާ   މަތީގައިވާ 

 މުވައްޒަފުންނާއެކު އެ އައުޓްލައިނާމެދު މަޝްވަރާކޮށް ޚިޔާލު ހުށަހެޅުމަށް ފުރުޞަތު ދިނުމަށްޓަކައި ކޮންސަލްޓޭޝަން މަރުޙަލާއެއް

މުވައްޒަފުންގެ މެންބަރުންނާއި،  ކޮމިޓީއާއި،  ހިންގާ  ރިވިއުކުރުމަށް  ތައްޔާރުކޮށް  ނޑު  މިންގަ ގެންދަންވާނެއެވެ. ސުލޫކީ   ކުރިއަށް 

 ފަރާތުން ކޮމިޓީގައި ތަމްސީލުކުރެވޭގޮތަށް ޖަމްޢިއްޔާގެ އެތެރޭގެ ކޮމިޓީއެއް އެކުލަވާލެވިދާނެއެވެ. ވީވަރަކުން، މަޞްލަޙަތު އޮތް އެހެން

ފަރާތްތަކާއި ބެނެފިޝަރީޒް އަށްވެސް އެމީހުންގެ ޚިޔާލު ދިނުމަށް ފުރުޞަތު ނުވަތަ ދަޢުވަތު ދެވިދާނެއެވެ.

ނޑު ހިއްސާކޮށް ކިޔާދިނުން ސުލޫކީ މިންގަ

ނޑު ހިއްސާކުރަންވާނެއެވެ. އިންޑަކްޝަން ނުވަތަ  ޖަމްޢިއްޔާގެ ހުރިހާ މެންބަރުންނާއި މުވައްޒަފުންނާއި ވޮލަންޓިއަރުންނާ ސުލޫކީ މިންގަ

ނޑު ހިއްސާކުރެވިދާނެއެވެ. ނޑާ ގުޅޭ ސެޝަންތައް ނަގައިދީ ސުލޫކީ މިންގަ  އޮރިއެންޓޭޝަން ޕްރޮގްރާމްތަކުގެ ތެރޭގައި ސުލޫކީ މިންގަ

ނުވަތަ ޖަމްޢިއްޔާގެ މެންބަރަކަށްވުމަށް ހުށަހަޅާ ފޯމާ އެކު ހިމެނޭ ބައެއްގެ ގޮތުގައިވެސް ހިއްސާކުރެވިދާނެއެވެ.
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H. Fennaage, 2nd Floor,

Buruzu Magu, 20054, Male’, Maldives

Phone: (+960) 330 4017

Email: office@transparency.mv
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