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Abstract 

The purpose of this research paper is to explore the 

level of Employee Engagement in the Civil Service 

of Maldives. For this research, the authors have used 

a quantitative approach to measure the engagement 

index, identify its predictors and key drivers. From 

the practical side, the research focused on eliciting on 

most relevant components of engagement where, the 

Civil Service Offices would be able to concentrate its 

main effort for positive outcomes. The findings of 

this study would be significant for Maldives Civil 

service as well as other Human Resource 

Departments in Maldives especially for the 

organizations usually with limited resources and are 

crucial to pay close attention to key drivers of 

employee engagement.  

The three hypothesis included in this research were 

H1: Female Employees at Civil Service of Maldives 

are more engaged than Male Employees, H2: 

Supervisors at Civil Service of Maldives are more 

engaged than Technical and Support Staffs and H3: “ 

Civil servants at capital city of Male are more 

engaged than Civil Servants at Atolls.” 

This research was mainly focused on 05 ministries 

and 5 atolls at different levels of Civil Servants. The 

research included engagement predictors and key 

drivers like “I am able to be successful here”, “my 

manager provides a clear direction and vision” and “I 

am given an ample opportunity to grow 

professionally” etc. 

In conclusion, this research measured an overall Civil 

Service Engagement Index and would identify the 

key drivers of employee engagement within the Civil 

Service of Maldives. It also provided a set of feasible 

and realistic recommendations to Civil service 

Commission of the Maldives for improvement based 

on the outcomes of the research. Therefore, the study 

recommended creating ways to provide a supportive 

environment within Civil Service of Maldives that 

would promote a definite level of autonomy and 

would keep Civil servants always active to be 

satisfied with their job and would contribute to 

Higher Engagement Level. 

Keywords:  

Employee engagement, Performance, Career progression, productivity, Innovation, Absenteeism, Key Drivers, 

Engagement Model, Job satisfaction, Action Plan 
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Introduction 

Under section 4 (f) of the Civil Service Act, Civil Service Commission is responsible for 

establishing a career based system whereby the rights of the employees are being protected and 

the desires of them being prioritized to achieve a productive outcome from the work. 
1
In 

consideration to the fact, in 2013, an Employee Involvement and Engagement (EIE) unit was 

established in the Employment Relations Section of the commission itself to instigate various 

studies and researches to the area in order to identify the key drivers for the engagement of the 

civil servants to create an active workforce.  

Till now, there has been no record on any research done to measure the Employee Engagement 

Index in the Civil Service of Maldives. To carry out this research, the writers used the following 

objectives as guided principles. 

1. To measure the overall Civil Servant Engagement Index within the Civil service of 

Maldives. 

2. To identify the Key Drivers of Employee Engagement within the Civil service of 

Maldives 

3. Providing Civil service Commission of Maldives with a set of feasible and realistic 

recommendation for improvement based on the outcome of the research. 

This paper would commence with exploring the concept of Employee Engagement and 

elaborating the Models of Employee Engagement. The writer would then critically analyze the 

results of the engagement survey conducted within the Civil servants of the Maldives with the 

academic literatures and researches done worldwide on the concept of Engagement of 

Employees. The paper would sum up by proposing a set of feasible and realistic 

recommendations for improvement based on the outcome of the research. 

The concept of Employee Engagement: Literature Review 

1.1- What is Employee Engagement? 

There are many definitions of Employee Engagement which make reference to a range of Human 

Resource Management (HRM) and organizational behavior concepts such as work effort, 

commitment to the organization, job satisfaction, motivation and optimal functioning. 

Engagement is something that the employee has to offer and cannot be „required‟ as part of the 

employment contract or objective setting process.
2
 

Among this, the best definition which would describe the word could be stated as: 

                                                           
1
 section 4 (f) of the Civil Service Act 2007 

2
 Emma Bridger, Employee Engagement (Kogan Page Ltd, 2015) 4 
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 „A workplace approach designed to ensure that employees are committed to their organization’s 

goals and values, motivated to contribute to organizational success and are able at the same 

time to enhance their own sense of well-being.‟
3
 

The Chartered Institute of Personnel and Development (CIPD) define Employee Engagement as:  

‘Being positively present during the performance of work by willingly contributing intellectual 

effort, experiencing positive emotions and meaningful connections to others‟
4
  

The definitions provide three dimensions to Employee Engagement: 

1. Intellectual Engagement: i.e. thinking hard about the job and how to do it better. 

2. Affective Engagement, i.e. feeling positively about doing a good job 

3. Social Engagement, i.e. actively taking opportunities to discuss work-related 

improvements with others at work.
5
 

Similarly, as per to the Aon Hewitt Associate Report, employees are engaged when they 

positively correspond about their organization to colleagues, potential employees, partners and 

customers (SAY), have a strong intention to be the part on the organization and continue to work 

(STAY), go extra mile and do the best job possible to add value to the organization and 

contribute to its success (STRIVE).
6
 

When going deeper to understand the notion of employee engagement, scholars have identified 

different degrees of this phenomenon. In this vein, Meere has identified that there are three levels 

of engagement which consist of: 

- Engaged- employees, who work with desire, move the organization forward and bring to 

the organization, ideas and initiate changes. 

- Not Engaged- employees who present and do their work without passion and energy. 

- Disengaged- employees who are unhappy and dissatisfied with the work and also have a 

negative impact on their peers.
7
 

 

1.2- Importance of Employee Engagement 

                                                           
3
 Ibid (n2) 

4
 Chartered Institute of Personnel and Development (2006 b) „ Annual Survey 2006: How engaged are British 

employees‟.http://www.cipd.co.uk/NR/rdonlyres/E6871F47-558A-466E-9A74-4DFB1E71304C101 

howengbritempssr.pdf  Accessed on 3
rd

 February 2016 
5
 Ibid (n4)  

6
 Aon Hewitt Associate (2013), „2013 Trends in Global Employee Engagement‟ 

http://www.aon.com/attachments/human-capital-consulting/2013 Trends in Global Employee Engagement Report 

pdf  
7
 Ibid (n2) 8 
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Does Engagement Matter? 

It seems reasonable to suggest that organizational performance will, to a greater or lesser degree, 

be dependent upon the people who work in the organization. The way employees feel about 

working for an organization and the way they subsequently behave will have an impact on the 

performance of their organization. Yet there are still many skeptics out there who challenge this 

thinking.  

Engagement and High Performance 

Does engagement predict subsequent organizational performance or does working for a high-

performing organization result in a more engaged work force? This is a question that has been 

subjected to discussions over the past years. In UK, in the Civil Service Indicative evidence 

suggests that departments with high engagement levels (measured through staff surveys) also 

tend to perform well in capability reviews which are a key metric to departmental performance.
8
 

Seventy eight percent of highly engaged public sector staff believes they can have an impact on 

public services delivery or customer service against 29 percent of the disengaged.
9
Research in 

Canada suggests that the link between engagement, customer service and profitability in the 

private sector could translate to the public sector with trust and public confidence at the end of 

the chain rather than profit.
10

 

Sir Gus O‟ Donnel,   Former United Kingdom Cabinet secretary and Head of the Civil Service 

stated that: 

“The Civil Service faces unprecedented challenges tackling complex policy issues 

every day. In order to meet these challenges we must harness the talents of all our 

staff to the full. Our employee engagement programmes enables us to do this by 

understanding and improving civil servants’ experience of work, helping to ensure 

that they have access to the opportunities they need to achieve success in their 

roles. This in turn, supports our drive to deliver improved public services and 

better outcomes for citizens”
11

 

Engagement is linked to many types of performance and Organizational goals 

Engagement can be linked to a variety of performance and organizational goals. Many studies 

have demonstrated robust links between employee engagement and increases in profits, 

                                                           
8
 David MacLeod and Nita Clarke, Engaging for Success:  Enhancing performance through employee engagement 

http://dera.ioe.ac.uk/1810/1/file52215.pdf accessed 1
ST

 January 2016 
9
 Ibid (n 8) 

10
 Canadian Government Executive: June/July 2006 < http://www.tbs-sct.gc.ca/rp/pstc-eng.asp> .   

accessed 1
ST

 January 2016  
11

 Ibid (n 8) 
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productivity, innovation, customer satisfaction and customer retention.
12

 These studies have also 

demonstrated that employee engagement reduces absence, voluntary turnover, sabotage and a 

range of other negative behaviors.
13

  

Engagement and the Customer 

Building on the Sears „Employee-customer-profit chain‟, there is a wealth of evidence that 

demonstrates how significant relationship between an engaged workforces is for a positive 

customer experience. A 2012 Gallup study stated that employees with positive attitudes towards 

their workplaces carried those attitudes over to customers and engaged in discretionary efforts 

necessary to deliver high levels of customer service.
14

  

Employees themselves share the view that engagement and customer satisfaction go hand in 

hand. Particularly, 78 percent of highly engaged employees in UK public sector in 2007 said that 

they could make an impact on public services delivery or customer service, while just 29 percent 

of the disengaged felt the same way.
15

 Evidence supplied to the Task force from the National 

Health Service (NHS) reveals important relationships between engagement, patient satisfaction 

and patient mortality. Likewise, Professor Mike West of the Centre for Performance –Led HR at 

Lancaster University concluded that „Employee engagement emerges as the best predictor of 

NHS trust outcomes. No combination of key scores or single scale is as effective in predicting 

trust performance on a range of outcomes measures as is the scale measure of employee 

engagement.‟
16

 It has been evident from the research conducted by Aston University that in NHS 

in United Kingdom, patient satisfaction is significantly higher in trusts with higher levels of 

employee engagement.
17

  

Engagement and productivity 

There is a strong evidence base for links from employee engagement to the productivity. One 

mechanism for increasing the overall productivity of an organization is the enhancement of the 

workforce‟s desire to exceed performance expectations.
18

 Instilling a sustained culture of high 

performance within a workforce is the key aspiration of many leadership teams, and employee 

                                                           
12

 Ibid (n2) 
13

 Ibid (n2) 
14

 James K. Harter,The Relationship between Engagement at work and Organizational Outcomes (2013) < 

http://www.statflo.com/assets/resources/gallup_2012_q12_meta-analysis_research_paper.pdf> accessed 1
ST

 January 

2016 
15

 Ibid (n14) 
16

 Tanith Dodge & Gillian D'Analeze,  Engage for Success report, The Evidence < http://engageforsuccess.org/wp-

content/uploads/2015/09/The-Evidence.pdf> accessed 1
ST

 January 2016 
17

 Ibid (n 16) 
18

 Ibid (n 8) 
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engagement can play a central role in achieving this goal. 
19

Research from the Hay Group 

linking employee survey data to performance ratings showed that highly engaged employees 

were 10 percent more likely to exceed performance expectations.
20

Productivity is not just about the amount of output: it is also about quality. Development 

Dimensions International (DDI) reported that in a Fortune 10 manufacturing company, quality 

errors were significantly higher for poorly engaged teams.
21

 Sila analyses data from 2000

manufacturing and service companies randomly selected from the American Society for Quality 

(ASQ) mailing lists and identifies strong links between total quality management and 

productivity/defect rates. 
22

Engagement and Innovation 

Innovation is high on the agenda of many organizations as they strive to differentiate themselves 

from their peers in an increasingly competitive environment, and the link between employee 

engagement and organizational innovation is compelling.  An abundance of research has 

demonstrated that happier and more content employees are more likely to foster an innovative 

environment. 

Hakanen et al demonstrated using longitudinal data that job resources led to engagement, and 

that this engagement generated subsequent effects on personal initiative and work-unit 

innovativeness.
23

 Gallup data indicated that higher levels of engagement were strongly related to

higher levels of innovation: 59 per cent of engaged employees said that their job brings out their 

most creative ideas against only 3 per cent of disengaged employees.
24

 CIPD research has also

suggested that higher levels of engagement lead to more innovative work behavior, with engaged 

employees much more likely to search out new methods, techniques or instruments, and 

transform innovative ideas into useful applications.
25

19
 Ibid (n 8) 

20
 Tom McMullen, Enabling, Engaging, & Rewarding Employees: A Study of Most Admired Companies (2011) < 

https://www.haygroup.com/downloads/mx/misc/enabling_engaging_and_rewarding_employees.pdf> accessed 10
th

 

March 2016 
21

 Wellins et al, 2005 cited in Emma Bridger, Employee Engagement (Kogan Page Ltd, 2015) 16 
22

 Sila (2006), cited in Emma Bridger, Employee Engagement (Kogan Page Ltd, 2015) 18 
23

 Hakanen et al (2008) as cited in Emma Bridger, Employee Engagement (Kogan Page Ltd, 2015) 18 
24

Jennifer Robison,‟ The Business Benefits of Positive Leadership ,Finding the connection between productivity and 

positive management behavior‟ (2007) < http://positivepsychologynews.com/ppnd_wp/wp-

content/uploads/2007/07/the-business-benefits-of-positive-leadership-20070510.pdf> accessed on 1at March 2016  
25

 Alfes, K., Shantz, A.D., Truss, C., and Soane, E.C. (2013), „The Link Between Perceived Human Resource 

Management Practices, Engagement and Employee Behaviour: A Moderated  Mediation Model,‟ The International 

Journal of Human Resource Management, 24, 330 – 351 
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Engagement and Reputation 

It is evident that the reputation of an organization would solely depend on these two factors. If 

the customer satisfaction is low in an organization, the customers would definitely use 

information technology to spread their views against the organization, so as the unhappy 

employees. Therefore, it is wise for any organization to focus on employee engagement rather 

than investing on costs which may arise due to the loss of reputation.  

Engagement and People Indicators 

1. Turnover and retention:

Organizations such as the CIPD report that engaged employees are significantly more likely to 

want to stay in their organization compared to those who are less engaged. Highly engaged 

organizations have the potential to reduce staff turnover by 87 percent, at least in part because 

disengaged employees are four times more likely to leave the organization than the average 

employee.
26

 Other work has shown that those who are highly engaged are half as likely to leave

the organization as the average employee. Gallup has also shown a strong link between lower 

engagement scores and higher employee turnover, both for organizations with historically high 

turnover and those with much lower turnover.
27

  The Hay group (2012) estimated that the

projected costs of employee turnover would suggest that effecting change from a low 

engagement to a high-engagement environment could yield annual savings of US 2.4 million.
28

2.Well-being/absence:

The work environment has a potentially large role to play in determining levels of well-being 

and it is not surprising to see the strong connections between employee engagement, well-being 

and absence. Research using data collected from 9,930 employees across 12 UK Public and 

private sector organizations found a core-relation between engagement and psychological well-

being.
29

  The level of absenteeism within the workforce is recognized as one of the main

26
 Ibid (n2) 

27
 Ibid (n2) 

28
 The Hay group (2012) as cited in Emma Bridger, Employee Engagement (Kogan Page Ltd, 2015) 20 

29
 Ibid (n2) 
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indicators of well-being for the organizations today.
30

 The Chartered Institute of Personnel and 

Development (CIPD) (2010) estimates place the cost of absence in the UK alone at between 10 

billion and 20 billion per year in 2009.
31

  

Fortunately, the research suggests that employee engagement can also have a significant impact 

on absence. High-engagement companies report employees taking seven absence days per year 

on average, or approximately half of the 14 days per year reported in low-engagement 

companies.
32

 Similarly, Towers Watson reported that the highly engaged missed 43 percent 

fewer days of work due to illness, and evidence from a Fortune 100 manufacturing company 

demonstrated that absenteeism in low engagement hovered around 8 percent as compared with 

only 4.1 percent in high engagement teams.
33

   

1.3- Models of Employee Engagement and Key Drivers 

A „driver‟ is a source of influence on employees which results in them thinking, feeling and 

behaving differently. Thus, the thinking is that if the organizations could pin down the influences 

or the drivers which results in changes to understanding and behavior it will be possible to 

manage the sources of influence and bring about broad-scale changes to the way people think, 

feel and behave.
34

  

A lot of researchers, both academic and practitioners, have developed various models of 

employee engagement and studies the factors affecting engagement.
35

 There are different 

elements driving engagement that could be interest and value for managers. As it is mentioned 

by CIPD (2007) there is no definitive list of engagement drivers. There are a lot of personal and 

organizational factors that define when and to what extent employees become engaged.
36

 This 

part of the paper looks at some of the existing engagement models to define what key drivers of 

engagement are. 
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According to Robinson et al. engagement model should reflect the importance of “feeling valued 

and involved” as a key engagement driver.
37

 Within this school of thought Robinson highlights 

10 elements that have influence the employee engagement.
38

 According to him, the drivers like 

pay and benefits, health and safety would be fundamental for the employee engagement, whereas 

others 8 elements like management, job satisfaction, training and development etc... are the ones 

where the organization has to “go the extra mile” to provide sufficient communication and 

cooperation between employer and employees.
39

 

The study by Schmidt considers engagement through the prism of workplace well-being and 

organizational health.
40

 In this model workplace well-being is driven by commitment and job 

satisfaction, which in turn is defined by set of elements.
41

 Schmidt argues that the foundation of 

engagement lies in recruitment practices, retention of the right workforce and providing health 

and safety, work support to workplace well-being, which leads to employee engagement and as a 

consequence to high performance level.
42

 

The next model of employee engagement is proposed by Aon Hewitt Associates.
43

 It comprises 6 

major categories of engagement drivers such as the work people do, the people they work with, 

opportunities, reward, company policy and practices in the field of human resource management 

and employee general quality of life.
44

 This model has been developed taking into account all 

possible factors influencing employee engagement for different job categories and personal 

characteristics.
45

It is also fair to note that the study by Towers Watson identifies three predictors 

of engagement which includes as follows: 

- Rational- how well the employee understands roles/responsibilities 

- Emotional- how much passion employee can bring to work 

- Motivational- how willing is the employee to invest discretionary effort to perform their 

role.
46

 

Employee Engagement Index 
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Employee Engagement Index was defined according to Aon Hewitt Engagement Model (2003) 

where employees speak positively about their organization, want to be part of the organization 

and go extra miles bring the organization more than expected.
47 Aon Hewitt measures employee 

engagement through a consistent set of survey items assessing the extent to which employees 

speak positively about their organization (Say), want to be a part of their organization (Stay) and 

desire to go above and beyond in their job (Strive).
48

 

For the purpose of this research, Aon Hewitt Engagement Model and its key drivers are being 

adopted to measure the Civil Service Engagement Index.  

2.2- Research Methodology 

Existing academic literature, studies, journals and different other authorities were analyzed to 

understand relevant concepts and current research on employee engagement, which allowed 

outlining the distinctions and commonalities between theory and practice. 

The methodology of the research is based on the quantitative research and statistical data 

analysis the hypotheses and interrelation between engagement and its elements are investigated. 

Questionnaire study was used to collect evidence instead of the traditional interview for several 

reasons. 

The first reason includes the length of time required to conduct a traditional interview. In this 

case, the size of the sample as well as its accessibility did not allow the luxury of the traditional 

interview. 

The second reason is the internal climate; in particular the readiness of the employees in the 

organization since it is the first time that such investigation is conducted in Civil Service. It was 

more comfortable and not so stressful for the participants to fill out a questionnaire. Especially, if 

100% participation rate and sincere versus socially desirable responses are to be expected. 

Also, it was also a reason where writers were interested in quantitative data rather than 

qualitative findings. Therefore, considering various methods available for engagement studies 

the questionnaire could be considered most fitting the purpose of the research. 

The sample included 304 civil servants of Maldives civil service from which 500 staffs were 

provided questionnaires. Of the 500 questionnaires distributed 304 were returned (60.8% 
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response rate). Of the 304 participants 54% female and 46% of the responses were male. 13% 

respondents occupy managerial positions and 87% are support staffs. 

2.3- Findings and Discussions 

The Civil service Engagement Index was calculated  by measuring the three attributes of the Aon 

Hewitt Engagement Model (2003) i.e “say”, “stay” and “strive” separately to analyze which of 

them relates to “strongly agree” or “agree” response on the five-point scale. 

Using MS Excel Chart 1. “Engagement Index of the civil servants within the Maldives” was 

created to illustrate the findings. 

Chart 1. Civil Servant Engagement Index within the Civil Service of Maldives 

 

According to Chart 1. Civil Servant Engagement Index was 65%. Referring to the People 

Metrics employee engagement study (2007)
49

 there results could be interpreted using the 

following guidance: 

- Scores above 70% are considered very strong engagement 

- Scores between 60-70% are considered strong and  

- Scores below 60% are considered weak (PeopleMetrics,2007) 

Thus, the Engagement Index of 65 percent could be defined as strong engagement level, which 

indicates existing engagement level within the Civil Service of the Maldives is at an accepted 

level but need to pose the question regarding the introduction of initiatives and necessary steps to 

                                                           
49
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build awareness to improve employee engagement further within the Civil Service of the 

Maldives than the current status. Besides, the result provides implications for other executive 

authorities of Maldives Civil Service including 16 Ministries, 208 councils where engagement 

study would be conducted as the next stage of the strategic plan in 2018. 

The next finding at this point is related to the analysis of the three attributes where “Say”, “Stay” 

and “Strive” (Aon Hewitt Engagement Model, 2003) have received 55.73 and 67 percent 

respectively. From the above analysis , as per to People Metrics 2007, there is a positive 

perspective with „strong‟ engagement level at attributes “Stay” and “Strive”. Instead, it is evident 

that the attribute „Say‟ corresponds to a negative perspective with “weak” engagement level.  

Following the second research objective and identifying the set of key drivers of employee 

engagement within the civil service, the responses for each of the individual questions of six-

headline indicators are exhibited in Table 1. The metric data showed reliability for six headline 

indicators sub-scales since the result composed 66 for “My work”, 70 for “My supervisor”, 69 

for “social internal environment”, 44 for “career opportunities”, 71 for “resource and workload” 

and 49 for “rewards.” 

Table 1. Score for each of the individual core question 

My Work 
Strongly 

Agree 
Agree Neither Disagree 

Strongly 

Disagree 

1. The work I do is challenging 34% 41% 9% 11% 6% 

2. The work I do makes an impact 43% 48% 3% 2% 4% 

3. I feel empowered to get things done 21% 34% 18% 17% 11% 

4. I am able to be successful here 22% 36% 11% 12% 19% 

My Supervisor 
Strongly 

Agree 
Agree Neither Disagree 

Strongly 

Disagree 

5. My supervisor clearly communicates what 

is expected of me at work 
32% 42% 12% 9% 6% 

6. My supervisor provides me with candid 

and timely feedback 
31% 39% 16% 10% 4% 

7. My Supervisor values my input 33% 35% 14% 10% 8% 

8. My supervisor provides a clear direction 

and vision 
32% 36% 16% 11% 6% 

9. My supervisor considers my opinion 

when making decisions 
32% 42% 10% 8% 8% 

Social Internal Environment 
Strongly 

Agree 
Agree Neither Disagree 

Strongly 

Disagree 

10. My office is a fun place to work 25% 43% 13% 9% 10% 



  6106ސް ސވިލިް ސރަވސިް ކނޮފްރަނަް ދވިހެި  
 

 15 

 

11. People are treated with respect 23% 47% 13% 7% 11% 

12. I feel I am part of a team at work 29% 44% 16% 6% 5% 

13. I am satisfied with the internal 

communications I receive from my office 
21% 46% 16% 7% 10% 

Career Opportunities 
Strongly 

Agree 
Agree Neither Disagree 

Strongly 

Disagree 

14. There is a clear defined path for me 11% 29% 23% 20% 16% 

15. I am given ample opportunities to grow 

professionally 
11% 26% 23% 16% 24% 

16. There is a fair competition for jobs at my 

office 
14% 35% 22% 13% 16% 

17. There are excellent job opportunities 

available for me at other MDAs 
13% 37% 29% 11% 10% 

Resources and Workload 
Strongly 

Agree 
Agree Neither Disagree 

Strongly 

Disagree 

18. My workload is manageable 22% 56% 11% 9% 3% 

19. I have tools and technology that I need to 

be productive 
18% 45% 15% 12% 10% 

20. Work priorities are clearly communicated 21% 45% 17% 13% 4% 

21. I have information I need to do my job 26% 51% 9% 8% 6% 

Rewards 
Strongly 

Agree 
Agree Neither Disagree 

Strongly 

Disagree 

22. I am happy with the salary I receive 7% 18% 12% 24% 39% 

23. I should be paid more when my 

performance is good 
47% 34% 7% 4% 8% 

24. My office provides non-financial rewards 

for appreciation 
15% 25% 17% 20% 23% 

 

By a comparison of scores for each of the individual core question of key drivers would enable 

analysing the differences in responses of the civil servants to each of the core question. We have 

positive outcomes for the questions from 5 to 9 therefore; overall civil servants are happy with 

their supervisor. In contrast, the questions regarding reward and career opportunities have 

negative results showing that the engagement levels of civil servants are negatively affected by 

these components. This analysis would contribute to the development of the action plan to 

improve engagement in civil service of Maldives.  

Analyzing the results presented in the Table 1, the average scores of six-headline indicators were 

counted by average scores of all items related to the definitive indicators. Only the responses 
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rating the items with a <<strongly agree>> or “agree” of a five-point agree/disagree scale were 

considered. This findings lead to the following conclusions: 

The average scores of six indicators are highlighted below: 

                                  

 

 

 

 

 

These results illustrate the overall picture in particular the understanding of civil servants‟ 

attitude. Particularly, civil servants value the work they do, appreciate professionalism of their 

supervisors, are satisfied with internal environment and have all required resources to perform 

well. Nevertheless, employees reflect lower scores on opportunities for career path and reward 

system which shows the lack of sufficient management performance system
50

 that proves the 

civil service to pay close attention to the human resource policy. 

It is fair to note that the size of the sample was small where the response rate was only 60.8 

percent which could potentially affect the research findings and results.  The fairness of 

responses could also have an effect on the research findings and results. It could be possible that 

the employees would not have been ready to speak honestly, despite the confidentiality being 

maintained in the course of the research.   

By considering the findings of the studies conducted by Civil Service Commission on 

engagement level within Civil Service gives a clear picture that engagement and empowerment 

of the Civil Servants have been a requisite now. Additionally, the Sick leave survey and other 

statistics within Civil service further emphasizes this need. 

Though the civil service engagement index showed a strong engagement level of 65 percent, 

certain attributes like career opportunities, rewards and social internal environment indicated 

weak engagement levels. So to create conditions within the Civil Service, where employees 

could capitalize on their capability and potential, those attributes like opportunities for career 

path, rewards and social internal environment which scored low should be given a close attention 

in order to find ways to improve employee engagement in these avenues.  

                                                           
50
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The Engagement Index itself indicates there is more room for enhancement. It could be forgiven 

to say that, other statistics and the recurrent numerous amounts of accidents made by the civil 

servants at work especially by the Health Sector and by some authoritative offices due to their 

negligence or inattentive behaviors of their employees prima facie coincides to the fact that these 

are the consequences of an unengaged workforce. 

For instance,  R v Afiya Mohamed (2015)
51

 case, due to the negligence of an official in Gender 

Ministry, lead to a three old, Mohamed Ibthihaal, beaten to death. Before the incidence took 

place, officials from Gender Ministry had gone the island to take over custody of the toddler, but 

had returned empty handed after the mother promised not to abuse the boy and take better care of 

him. Here, if the proper actions were taken at first hand, this incident could have been avoided. 

Here, Civil service commission has dismissed the alleged employee for his misconduct. 

Similarly, in the case of R v Rajesh Kakanatau Bhaskaran (2014)
52

, where Indhira Gandhi 

Memorial Hospital (IGMH) lab technician was held negligent in transfusing HIV infected blood 

into a pregnant lady. Also a case of a 33 year old death was reported due to the negligence of an 

expatriate doctor while carrying out a caesarean.
53

  

In addition to this, even though not highlighted as landmark cases mentioned above, it is fair to 

note that huge number of claims have been reported to the civil service commission by the 

citizens, seniors from the institutions including reasons for not giving service at an accepted 

level, short term absenteeism of employees, not retaining the qualified talented employees and 

lack of quality in delivering service. 

According to academics and researchers, these accidents and similar claims could be reduced in 

a highly engaged workforce. For this purpose, certain engagement indicators need to be 

identified and given importance. Therefore, the writers would try to analyze the indicators with 

the recommendations in order to enable a highly engaged workforce in the civil service. The 

suggested recommendation would enable to overcome these problems in the future. 

Short-term Absenteeism in Civil service 

Civil service commission has conducted a survey relating to the recurrence of the rate of the sick 

leaves taken by the civil servants. The survey was done by collecting data‟s of the years of 2010 

and 2011 from 15 ministries respectively. It is really disappointing to note that the findings of the 

survey indicated that over 40% of employees from all the 15 ministries who took sick leaves 

were taken so as to coincide with the weekend or public holidays giving the impression to enjoy 

an extended week. This also highlights to the fact that the amount of days which the employees 
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took sick leave as such to coincide with the public holidays. The estimated cost of the sick leaves 

from the government, if considered basic salary per day, would be RF 1,378,616.15, RF 1, 

396,496.15 respectively.  

As stated in the first chapter, D‟ Analeze et al stressed that the level of absenteeism within the 

workforce as a determinant for the well-being of the private and public sector organizations 

today.
54

 By considering the D‟Analeze statement, it is fair to say that civil service needs to pave 

more ways to create a more competent workforce. It is important to consider the ways which 

successful companies and public sectors in the well developed countries have adopted and to 

analyze how they have overcome with this problem. It could be seen as mentioned in chapter 1, 

the researches done by Aon Hewitt has concluded the fact that high-engagement companies 

reported  employees taking seven absence days per year on average, or approximately half of the 

14 days per year reported in low-engagement companies.
55

 According to him, these significant 

changes reflect the fact that employee engagements can a have a significant impact on absence. 
56

 These researches and experiences of the well-developed companies could be inspiring for our 

small workforce of less than 20,000 employees. 

As mentioned previously, since engagement is normally described as old wine in a new bottle, 

even in civil service, lots of trials have been made to minimize these issues and to have a strong 

committed workforce. Though not in the name of Engagement as such, some formal attempts 

have been made and have been positive on one aspect by reducing the absence of the employees. 

In this vein, section 160 was incorporated in to the Civil service Regulation 2014, to deduct the 

service allowance for those employees taking sick leave. A drastic positive change has been 

noted to the absenteeism but the question arises whether has this led any change for the quality 

of service or has lessened any of the claims lodged to civil service commission due to the 

inattentive behaviors observed from the employees. The answer seems to be no, since the strict 

ways adopted could discipline the employees but engagement is the only key for the emotional 

and intellectual commitment by the employees, creating willingness in them to do their work in 

the best way, by going further than expected. 

Turn Over in Civil Service 

Turnover refers to the rate or the ratio at which employees leave an organization. 
57

 It could be 

either voluntary or involuntary turnover.
58

 Most of the academic literatures identified factors of 
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job dissatisfaction, organizational commitment, career progression, the pay, work-life balance, 

relationship with colleague and organizational change as reasons for turnover in an 

organization.
59

 Staff retention and staff turnovers are really important concerns for an 

organization. By retaining the staff would mean that the organization is retaining valued and 

knowledgeable staffs which would ultimately lead to the prosperity of the organization.
60

  

Therefore, it is important to study levels of turn over within an organization and the rationale that 

contributes to the employees turn over.  

Similarly, during the past years, the number of cases lodged for employees with technical 

expertise knowledge leaving civil service and not willing to work after completion of their 

trainings were brought to the attention of Civil Service Commission since the concerned 

authorities were claiming that if the employees whom they have invested for further studies are 

leaving, that would cause a huge loss for the organization and have requested to find ways to 

retain them. It is also important to note that the cost of the trainings which the organizations have 

spent on the employee could not be taken back by the employee since litigation and negotiation 

with the employee causes delays to the processes. Since the turnover rate of civil service is not 

recognized it to the date, it is difficult to analyse the current trend within the civil service. 

Nevertheless, it can be said that there is out flow of employees with expertise knowledge from 

civil service to other sectors. In the year of 2015, the number of employees who left civil service 

was recorded as 1345, but the real reasons for the quitting their job is not identified.  

It is also important to determine how the influence of push and pull factors impact on these 

issues as this will assist in understanding the rationale behind employee turnover.  

Job dissatisfaction 

According to Tett and Meyer, the notion of the commitment to satisfaction, mediation model 

which indicates that commitment to the organization develops from job satisfaction.
61

 This 

indicates that job dissatisfaction has a greater influence on turnover rates as employees who are 

dissatisfied with their roles are not committed to their organization and will leave the 

organization. 
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Organizational commitment has a range of variables that impact upon employee turnover. This 

includes „perceived job characteristics, leadership consideration and age.
62

 These factors also 

relate to the job satisfaction, however employee expectations of their role has the extra influence 

on job satisfaction, but does not have the same level of impact on organizational commitment.
63

 

However, other studies have also revealed that „satisfaction was shown to have an influence on 

commitment, but not on intent to leave…..satisfaction was proposed to be an intervening variable 

between environmental and personal characteristics and organizational commitment. Therefore, 

it could be concluded that commitment is rationalized by subsequent attitudes of job 

satisfaction…and satisfaction intervenes between commitment and turnover intentions.
64

 Hence, 

job satisfaction and organizational commitment are interlinked with each other when regarding 

turnover intentions, but circumstances influence individual‟s perspective regarding whether 

dissatisfaction with their role or the organization is the bigger contributor to turnover rates.
65

 

In this regard, it is important to analyze the scores for the individual core questions in the survey 

conducted for this research from the civil service employees. In this vein, job satisfaction is 

related with regard to “my work” and “my manager” core questions in the questionnaire 

provided. The scores for the “The work I do challenges” is 75          percent , “The work I do 

makes an impact” is 91  percent, “I feel empowered to get things done”  is 55 percent and “I am 

able to be successful here” is 58 percent which implies that civil servants are happy with their 

works as a whole but it also states that most civil servants does not feel empowered and they 

don‟t feel they would be successful in the organization which corresponds that there are some 

attributes that they are not happy with and needs reform  whereas   74 percent employees feel 

that their supervisors clearly communicates what is expected from them, 70 percent employees 

says that their supervisors provides them with candid and timely feedback. Whereas, 68 percent 

of employees feel that their employer values their input, 68 percent employees agrees that their 

supervisor provides them with clear direction and vision and 74 percent of employees feels that 

their supervisor considers their opinion while making decisions. This gives a clear picture that 

civil servants are satisfied with the management as a whole. 

Organizational culture 

Organizational culture also has an impact on turnover. If employees are not compatible in their 

role and within the organizational culture, this increases the likelihood of the turnover. Thus it is 

important to analyze whether the organizational culture does have an impact on the employee‟s 

turnover within the civil service of Maldives. From the survey conducted, it could be seen that 68 
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percent of employees says that the organization is a fun place to work, 70 percent of employees 

agrees that people are treated with respect, 73 percent of employees feel that they are considered 

as a part of the team and 67 percent employees are satisfied with the internal communications 

they receive from the organization. From the results of the survey it implied the organizational 

culture is satisfactory.  

Shocks 

Shocks can also have an impact on turnover and are identified as contributing to the push and 

pull factors that encourage employees to leave an organization. These are events that happen 

internally at the organization such as the bad performance review, or externally being head-

hunted by another organization. They usually are unexpected events and contribute to the 

employee making the decision to leave.  Shocks can also include not being promoted, a change 

in the organizational goals and values, a restructure, which leads to turnover.  This is due to the 

employees feeling the need to seek a satisfactory environment in another organization and 

therefore identifies which employees have an attitudinal commitment where they do not feel that 

their goals match with the organizational goals.  

Career Progression 

Career progression and age have a causal impact on turnover. Cohen stated that employees who 

are at their later stages of their career are more likely to stay in an organization rather than the 

younger colleagues. This is due to their need for stability, and also their ties with their 

organization.
66

 Younger employees also have greater flexibility in their career and job search due 

to their age, and are more likely to look for new opportunities to enhance their career.
67

 Chen et 

al discussed how organizations also need to be aware of the career needs of their employees, and 

maintain an element of career progression to reduce turnover by encouraging their employees to 

stay.
68

 Organizations can adopt the approach of developing career progression systems within 

their organizations and aim to develop the careers of the employees giving them space to 

advance. This will subsequently reduce turnover rates by providing employees with the 

opportunity to enhance their career prospects. 

Turnover is also influenced by the lack of promotional opportunities which is deemed to have a 

greater influence than pay. Employees who feel that there is an interest in their career 

development and being valued has a greater impact on intent to stay and can reduce the rates of 

turnover that an organization experiences. Dissatisfaction with promotional opportunities has a 
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strong causal effect on turnover than pay as “improved pay would have limited success unless 

accompanied by improved opportunities.” Pay, therefore, would not be as successful as career 

progression opportunities in deterring employees from leaving the organization. 

The survey reveals that 40 percent employees agree that they clearly defined paths for them, 37 

percent of employees states that they are given ample opportunity to grow professionally, 49 

percent of employees agrees that their organization have fair competition for jobs while 50 

percent of employees agrees that that there are excellent job opportunities available for them at 

other organizations. These scores does reflect that there is a limited career development 

opportunities in the civil service. 

Pay 

Pay and reward system are a contributing factor to turnover. Zenger has stated that organizations 

who reward their high performing staff by increasing their salary have managed to reduce 

turnover rates for these employees and retain the value that these employees being to the 

organization.
69

 

Rewards 

Rose defined „Non-financial Recognition” as: 

 “A non cash award given in recognition of a high level of accomplishment or 

performance such as customer care or support to colleagues, which is not 

defendant on achievement of a pre-determined target.” 
70

 

It is important to understand that non-financial recognition does not essentially mean that the 

monetary value is not attached to it, it encompasses of rewards that are not given as cash to the 

employees, such as certificate or a gift voucher etc. Non-financial recognition could be divided 

into tangible or intangible recognition. 

Non-tangible recognition (Informal non-financial recognition) schemes could simply be by 

nominating a good performer as an „employee of the month‟ or „team of the month‟. In day to 

day recognition schemes employees are given feedbacks by their immediate supervisors, it could 

be just „thank you‟ or hand written notes, and this is considered as normal process of good 

management. Murlis and Armstrong opine that though it does not cost anything, but it could 

encourage people to work harder and better. Formal–non-financial recognition schemes are more 

tangible means of recognition, where employees are presented with certificates and trophies or 

offered retail vouchers, gifts, holidays or team outings as a token of appreciation for good work. 

                                                           
69
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In a survey done by World at Work in 2013, 88% of organizations were to have found 

recognition schemes or programs in place, organizations from all across the world participated in 

this program where 350 HR managers from different organizations were interviewed, 65% of 

them agreed that recognition programs have a positive impact on employee engagement, 

motivation and employee satisfaction. Another research conducted by SHRM/Global force with 

815 HR professionals globally also aimed at exploring the impact of non-financial recognition 

programs on employee engagement and performance of employees, but another construct that 

they explored n relation with non-financial recognition was turnover intention. The results of the 

research suggested that there was positive impact of non-financial recognition programs on 

employee engagement and performance and a negative impact on turnover intention, the result 

stated that non-financial recognition programs could bring down the turnover rate by 22%. 

The average score for rewards which is 49 percent does imply to the fact that the reward system 

in civil service needs further development. 

Work-Life Balance 

The term „work flexibility‟ describes a type of working arrangement which gives some degree of 

flexibility on how long, where ,when and at what times employees work. The flexibility can be 

in terms of working time, working location or the pattern of working. 

There are number of elements that are included in the term work flexibility or work life balance 

such as part time working, term time working, job share, flexi time, career breaks, working from 

home on regular basis, compressed hours etc. 

The work life balance is a contributing factor to turnover. Sturges and Guest‟s research of the 

work life balance concluded that employees who find the work life balanced to be imbalanced 

due to stress will consider looking elsewhere for work.
71

 Employees aim to achieve a healthy 

work life balance and would consider leaving a company if they felt they were not achieving 

healthy balance between the two. 
72

 

For a number of years, work flexibility was only associated with women, it was seen that women 

due to the childcare and personal responsibilities strived for more flexibility rather than men. But 

over the years, this perception has changed due to greater number of women getting into 

employment; there has been a shift from male breadwinners to dual career couples and rise in the 

number of single parent. Therefore, leading to more number of people striving for work balance 

and flexibility.  

                                                           
71

 Sturges, J and Guest, D (2001) ‘Don’t Leave me this Way! A qualitative study of influences on the Organisational 
commitment and Turnover Intention of Graduates Early in their Career’, British Journal of Guidance and 
Counselling 29(4), PP 447-462 
72

 Ibid (n71) 



  6106ސް ސވިލިް ސރަވސިް ކނޮފްރަނަް ދވިހެި  
 

 24 

 

Moreover, researches has revealed that work flexibility or work –life balance is a preferred 

benefit that the employee are seeking for and expecting from their employment, but the question 

arises is whether if it engage employees more or not? Freifeld and Magosky believe that work 

flexibility does motivate and engage the employees, as it gives the employees facility to fit life 

and work in the best suited way, however the question when, where and how also needs to be 

addressed for both parties to have an aligned understanding of what is expected out of the 

arrangement.
73

 Kahn identified the psychological conditions that pertain to personal engagement 

in context of work, psychological meaningfulness and psychological availability. He suggested 

that psychological meaningfulness is a feeling of return of investment at work in physical, 

cognitive or emotional energy and psychological availability is the confidence and readiness of 

an individual to engage in his/her job.
74

 Furthermore, he suggested that these two psychological 

conditions are relevant in transferring the effect of work life balance to employee engagement.
75

 

Grawitch, Gottschalk and Munz also suggested that work life balance contributes to employee 

engagement and organizational commitment as they point out that this in turn results in higher 

productivity and lower turnover.
76

 There are number of advantages that have been identified in 

the literature for work flexibility, some on macro and others on micro side. At macro level, it 

paints a positive picture of the organization to the outside world, as it shows that the organization 

cares for its employees to have a balance between work and life.at micro level, it facilitates 

employees to organize their work around their personal and professional commitments, which in 

turn decreases stress, absenteeism and helps in employee well-being, while enhancing work 

engagement and commitment. Moreover, place flexibility allows an employee to reduce his/her 

commute time and expense. Flex time also offers the employer availability of staff at different 

times of the day. A staff member starting early might leave early but another staff member who 

may start late will be available for longer in the later part of the day, hence providing an extra 

coverage both at start and end time. Though flex time would bring benefits for both employer 

and employee, however there are some researches who do not agree that work life balance is a 

bliss for everyone.  

Hochschild
77

: Brocklehurst
78

: Tietze
79

 argue that instead of offering balance, work flexibility can 

disrupt and make the life unbalanced, they suggest that when the boundaries are lost between 
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work and life, the meeting of two worlds could lead to conflict and contradiction.
80

 This 

encroachment of work in to domestic life can lead to loss of identity and can lead to an added 

stress to deliver better. For instance: A UK home improvement retailer  B &Q revisited its 

employee engagement schemes and the biggest change was made in the work flexibility schemes 

that was offered to the employees, the retailer hit a mark of 60% engaged employees  as 

compared to 28% of global average.
81

 According to the report generated by CIPD in 2012, a 

large majority of employers (approximately 96%) offer some kind of work flexibility to their 

employees, of which 54% offer the flexibility of working from home on regular basis.
82

 The data 

revealed that there were more men (30%) than women (21%) who were availing the flexy time 

facility. It was found that three quarters of the employers felt that work flexibility had a positive 

impact on retention and 73% reported a positive impact on motivation and employee 

engagement.
83

 Work flexibility/ work life balance can have a positive effect on employee 

engagement and motivation, provided that it is implemented and communicated well and also if 

it matches working style and approach of the individual.  

Similarly in Civil Service, lots of attempts have been made recently to provide employees to 

have an appropriate balance between work and personal life. Civil service regulation has been 

amended by delegating the concerned civil service offices the power to give flexy hours to meet 

the needs of their employees. This power is being vested on the Human Resource Management 

Committees of the concerned offices to decide in providing flexy hours upon request from the 

employees. Likewise, employees who have kids up to 3 years is also given flexy working ways 

to work either at home at certain circumstances till their kids attain 3 years of age depending on 

the nature of the job. It is also fair to note that the recent regulation which is being made on 

providing flexy working hours to pregnant employees who have difficulties to attend work at 

certain times of the day and  who has risky pregnancy to work at their home depending on the 

nature of their job.  Thus, from the above mentioned researches and from real examples it is wise 

to provide this flexibility to dual career couples as well as to single parents regardless of the 

gender. This is important since the number of female employees at civil service in the year 2015 

has been recorded as 13505 and male employees as 11191. Therefore, this could imply to the fact 

that more female employees are retained than male due to the reasons that more flexibilities 

being associated to women and needs to changed.  
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For the purposes of this research, the following hypothesis was drawn. 

 H1: Female employees at civil service of Maldives are more engaged than male employees, 

 H2: Managers at civil service of Maldives are more engaged than technical and support staffs  

 H3: Civil servants at capital city of Male are more engaged than civil servants at atolls. 

 

Chart 2: H1: Female Employees at Civil service of Maldives are more engaged 

than Male Employees. 

 

 

Chart 2 represents the percentage of 

Male and Female engagement level from 

the employees who took part in the 

survey. From the results, it did not 

confirm the hypothesis demonstrating no 

much difference between Male and 

Female in Civil Service of Maldives. 

 

  

 

 

Chart 3: H2: Supervisors at Civil Service of Maldives are more engaged than 

technical and support Staff. 

 
Chart 3 represents the percentage 

of employee engagement level 

between employees in supervisory 

level as opposed to employees in 

Support and Technical Levels. By 

analyzing the results, we could 

conclude that there is no much 

difference in employee engagement 

level between the two levels by not 

proving the hypothesis above. 

 
 

  
 

51% 
49% 

Male Female
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Chart 4: H3: Civil Servants at capital city of Male are more engaged than 

Civil Servants at Atolls. 

 

Chart 4 represents the percentage of employee engagement level between employees at Male‟ 

and in Atolls. Similar to other results mentioned above, the results did not show much difference 

between employees engagement level in Male‟ as opposed to Atolls, thereby not confirming the 

hypothesis given above. 

3.2- Conclusion and Recommendations 

This study was conducted with sampling, and it gave a broader view of the current level of 

engagement in civil service and the key drivers. However, to get more specific results a further 

more focus study will be recommended. 

Based on the current study following suggestions can be made. 

1. Make the employees “Feeling valued and involved” 

This could be done through proper communication, giving appropriate reward, financial and non- 

financial and providing work flexibility to the employees in appreciation of their work by the 

supervisors. This would help employees to feel more valued and involved in their work. 

Communication 

All the Civil service organizations need to revise the current inter-personal communication, both 

in formal meetings and informal day-to-day interactions and formal communication in order to 

hear the voice of employees at all levels for the betterment of the organization and to avoid the 

unnecessary conflicts that arise within the work place. These revised communication styles must 
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be consistent and equal to all levels of employees. Therefore the author‟s recommendations for 

the civil service organizations are as follows: 

1. The researcher would recommend that they encourage the use of their informal 

communication processes throughout the organization to supplement the operation of the 

formal channels since the latter cannot always accommodate all the across-the-board 

communication requirements of the organization. 

2. The researcher  would also like to suggest  that management at civil service organizations 

should promote and encourage the use of communication teams selected from all 

employees  and the speak up platforms which it has in place to allow employees greater 

participation in the decision making processes of the organization. As it stands, these 

channels are available to employees but they are minimally used. 

 

Introduce Financial and non-financial Reward system 

Whilst designing programs pertaining to non-financial rewards employees‟ expectations should 

be taken into consideration. A survey could be done to understand the expectations of the 

employees‟ before structuring the non-financial rewards. Supervisors can play a very important 

role in engaging employees through providing feedback and recognition. The authors 

recommend that introduction of a non-financial reward system which could have positive effect 

on employees. This could be done by simply sending out a positive message to the employees 

that they are valued for their work. Supervisors should be encouraged to recognize employees on 

a regular basis as a good management practice, regardless of any non-financial recognition 

schemes which pertains thank you‟s, and team outings as a token of appreciation over formal 

recognition. Those who win the awards should be recognized by the organization as a whole as it 

is this recognition that will give the individual a sense of pride. There should be a place put aside 

in the workplace that holds the quarterly awards so everyone in the organization can see who has 

been awarded and what justified that award being distributed.  

 

Other than non-financial informal recognitions, the supervisors can adopt some formal form of 

recognition in order to escalate the engagement levels. The formal recognitions pertain to giving 

out certificates, vouchers, tickets etc. But it is also important for the organizations to be aware of 

the fact that the recognition programs should not be aimed at identifying winners and losers. 

Also, praising or recognizing the same people in an organization should also be discouraged. 

Finally, the programs pertaining to non-financial awards should be fair and consistent and should 

aim at reaching out to wider set of population. 
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Work –Life balance 

As mentioned in this chapter, an acceptable level of work flexibility is being to employees in 

civil service. But the authors here find it important to highlight the fact that the most flexibility is 

being associated mostly for the working women in the Civil service. Therefore, it is crucial that 

these flexibilities be given to all employees who are eligible for the given conditions of the 

flexibilities. For instance: the flexibilities given to the women who are at child bearing stage and 

personal responsibilities should be open for all the single parents regardless of the sex. The 

authors also find it important to recommend instead of vesting the power to the Human Resource 

Management Committees to decide providing flexy hours upon request from the employees, the 

flexibilities should be readily open for all the employees with the requirement of certain 

circumstances. If those circumstances are met by any of the employees, then those employees 

would be eligible for the flex time. This would harmonize these flexibilities within all 

organizations in a same manner and would boost the level of engagement.  

2. Job Satisfaction 

The civil service organizations need to find out if their employees are dissatisfied with their role. 

This can be done by an organizational wide survey, and results for each organization can be 

given to the Employee Involvement and Engagement unit of civil service commission for 

consultations and further rectifications. Besides the fact, the organizations could have open 

discussions or anonymous feedback options of a suggestion box with their employees and 

potentially identify issues that have not previously been identified, and then measures can be put 

into place to rectify areas of dissatisfaction. 

3.  Retaining the right workforce 

What this research has unearthed is that organizations can encourage job embeddedness as it is 

positively correlated to positive employee attributions towards retention of employees. 

Therefore, the authors recommend the organizations to identify what is essential to communicate 

and ensure employees understand Human Resource practices are being implemented and driven 

by the employee wellbeing and not to control the employee or reduce costs. 

4. Training and development 

The authors recommend the following suggestions. 

1. To establish Learning and Development team in each civil service organization to give 

advice on how to advance in the career, as well as the courses that are available for 

employees, especially if people are unaware of these options. This is to enable to help 

Career progression in each level of employees in organizations. 
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2. Provide opportunities to shadow other employees to find out what they undertake as part 

of their roles can be promoted as a way to expose employees to other sections of the 

organizations that they wish to work in and provide the opportunity to be noticed by the 

management in that area. 

3. Immediate supervisors need to be provided with coaching and feedback training so they 

have the skills and knowledge to develop their direct reports. This will reiterate the 

importance of the setting of goals and objectives and therefore the provision of a clear 

career path to their reports. The onus needs to be placed on management of the 

organizations to continuously review these objectives and update them accordingly whilst 

taking into consideration the career aspirations of the individual. 

 

 

3.3- Conclusion 

Given the insight that conducting the study has provided, the authors would like to suggest the 

following which has the implications for future research in employee engagement in civil service 

and how it interfaces with the need to have an appropriate employee engagement level. 

 The Employee Engagement and involvement unit in Civil service commission should consider 

creating a forum in which academics, consultancies and organizations can converge to discuss 

how to boost the level of employee engagement in the civil service. The team could undertake a 

comprehensive study of employee engagement based on how individual organizations are 

engaging their employees using the relevant methodologies to delineate the factors that drive 

employee engagement. Not only can such studies be conducted by individual organizations but 

they can also serve as a reference point for Civil Service Commission to consult. 

In conclusion, from the studies mentioned in this research recommends to create the supportive 

environment within the Civil Service of Maldives that would promote a definitive level of 

autonomy and keep civil servants always active to be satisfied with their job and contribute to 

higher engagement level which in turn would lead to innovative, productive and high performing 

workforce for a better reputation and quality service in Civil Service of Maldives.  
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Action Plan 
# Task Timescale Action by Purpose Others 

Civil Service Commission 

1. Organize trainings and coaching sessions 

for permanent secretaries and 

“Zimmadhaaruverin” on the concept of 

employee engagement.   

1 july 2016 – 1 August 

2016 

Employee 

Involvement and 

Engagement Unit 

(EIE)/ Employee 

Relations Section 

Create awareness on the 

concept to instigate 

employee engagement 

programs within the Civil 

Service 

Prepare 

Presentation 

Lecture Notes 

Activities 

2.  Appoint Engagement survey coordinators 

from each organization, facilitate them to 

conduct employee engagement survey 

within their organization  

- Share recourses, ideas and best 

practices 

2 August 2016 – 1 

November 2016 

Employee 

Involvement and 

Engagement Unit 

(EIE)/ Employee 

Relations Section 

Identify individual 

engagement level and 

individual key drivers of 

each organization 

Survey form 

Lecture Notes 

 

3. Organize a discussion forum to share and 

analyze the results of the surveys 

conducted by each organization. 

 

15 November 2016 – 

31 December 2016 

Employee 

Involvement and 

Engagement Unit 

(EIE)/ Employee 

Relations Section 

Identify common key 

drivers and actions needs 

to be taken to implement 

them 

Design an implementation 

plan for 6 months 

Implementation 

plan 

4 Conduct a random check on the selected 

organizations 

1 July 2017- 1 

November 2017 

Employee 

Involvement and 

Engagement Unit 

(EIE)/ Employee 

Relations Section 

To check the 

implementation plan has 

been appropriately 

implemented 

Check list 

5  Take appropriate actions for non-

compliance 

1 July 2017- 1 

November 2017 

Employee 

Involvement and 

Engagement Unit 

(EIE)/ Employee 

Relations Section 

 

 

To minimize non-

compliance 

Civil Service Act 

and regulation 
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6. Develop a career portal for all civil servants  1 January 2018 – 1 

July 2018 

Employee 

Involvement and 

Engagement Unit 

(EIE)/ Employee 

Relations Section and 

Civil service training 

Institute 

To provide career 

information 

Hire external 

assessors to work 

on the project 

7. Create two-way communication plan 

between all employees and supervisors 

2 August 2016 – 1 

November 2016 

Employee 

Involvement and 

Engagement Unit 

(EIE)/ Employee 

Relations Section and 

Civil service training 

Institute 

To get employees involved 

in achieving the mission 

and vision of the 

organization 

Hire external 

assessors to work 

on the project 

8. Develop a non-financial reward system 2 August 2016 – 1 

November 2016 

Employee 

Involvement and 

Engagement Unit 

(EIE)/ Employee 

Relations Section and 

Civil service training 

Institute 

To improve the 

engagement level of civil 

servants and reduce the 

rate of turnover 

Hire external 

assessors to work 

on the project 

9 Develop a Employee engagement software 1 July 2016 – 31 

December 2016 

IT department To manage the data and 

publicize the results in the 

CSC website 

Hire external 

assessors to work 

on the project 

Civil Service Organizations 

1. Adopt Implementation plan 1 January 2017 –1 July 

2017 

Civil Service 

Organizations 

-to improve the 

engagement level 

Implementation 

plan 

2. Establish Learning and Development team 

in each civil service organization  

1 January 2017 –1 July 

2017 

Civil Service 

Organizations 

To give advice on how to 

advance in the career, as 

well as the courses that 

are available for 

employees 

Career 

development plan 
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Abstract  
 
The Civil Service Commission is the largest single 

employer of Maldives with approximately 24000 

staff. Among them around 10000 staff work in the 

education sector (Statistics, 2014) to serve 

approximately 87000 students (Statistics , 2015).  

However it is always pointed out that civil 

servants, especially who works in the support 

officers level do not work as per their caliber and 

to their full potential. This situation is same in the 

schools as well. The school managements receive 

number of complaints from teachers and parents 

about the performance of the staff who work in the 

general administrative level in the school. Some 

of these complaints include not answering the 

phone calls,  delays in different works like sending 

proper documents to the respective places on 

time.  

 

The advancement of the technology has brought 

number of sophisticated programmes and 

softwares which can be used in the workplace, but 

it is difficult to say that the productivity of the 

staff have increased accordingly. The 

performance issues, which is considered as a part 

of daily routines, starting from entry of documents 

to annual reports and financial statements as per 

the rules and regulations of the country do not get 

completed in the given time period. This is 

contradictory to the vision; Quality People, 

Quality Performance, and Quality Service, of civil 

service commission (Mission and Vision, n.d.). 

Thus there is problem in the performance of the 

staff which need to be attended in order to 

increase the efficiency of the civil service. To have 

an efficient civil service these issues must be 

addressed and have to find a solution.  

 

It is obvious that the daily process of schools or 

any other office largely depends on the efficiency 

of its administrative staff as they are the actual 

movers of the daily transections of the office. If 

these staff are efficient in their work, the office 

will run smoothly as the transactions will be 

attended in due time.  

 

Therefor it is essential to find the reasons why this 

situation is arising in the administrative level 

works of civil service offices. This study will find 

out the causes hindering the productivity of the 

civil servants in the administrative level. The 

finding of the study will enable to overcome this 

problem to excel the civil service.

   

 
 

 

 

Keywords:  

administrative staff, admin-academic staff, motivation, recruitment process, training, monitoring & appraisal, 

work environment, promotional opportunities, rules and regulation. 
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Introduction  

 
Civil service is the most important service body in any country. Apparently the private sector focuses more 

on quality service due to the competition. The main aim of a private sector organization will be maximize 

profit which they strive to achieve with quality service. Therefore national interest and national 

harmonization will be one of the key factor of civil service.  

 

For the development of any nation, the efficiency of its labour force plays a vital role. To move from a status 

of stagnation to a dynamic society, the service received by its community must be satisfying. It is observed 

that, customers who get the service from government offices are not satisfied in certain time. This is 

observed in most of the offices under civil service in the country.  

 

It has been observed that the employees who work in the administrative sections of the schools in the 

Maldives do not exploit their full potential in their work. This does not exclude any section such as human 

resource management, student affairs, budget, information technology, etc. Most of the works get delayed to 

the last moment or even later. 

 

The efficiency of the staff at this level must be very high as they are the real movers of the office. They are 

the staff who attend the daily routing of the office. Starting from entry of documents to completion of 

specific tasks, their role is vital. Any break down or delay at this level will slow down the institution.  

 

The staff are always busy to complete the pending works, without careful effort on the task. This create 

number of issues in the work environment and among the stakeholders. Apart from the inconvenience caused 

to the service receivers, the quality of the work are compromised in most of the time.  

 

 

This study focuses on major factors that contributes to the low productivity of the administrative staffs 

(Support Officers) in schools.  The study will also find out the ways in which the performance of these staff 

can be improved to have an efficient civil service.  

 

Major areas addressed in the study are staff motivation, process of staff recruitment, in job training, 

monitoring & appraisal system, working condition of the workplace, promotional opportunities and 

awareness of civil service rules and regulations.  

 

The study shows whether the productivity of the employees is affected by the above mentioned factors that 

are derived from the literature.  This also sees whether there is any significant difference between gender, 

work experience and the type of the work they do, in perceiving these issues. In addition, the study throws 

light on the relationship between these issues. 

 

 

 

This study will benefit Executive staff of schools such as principals and administrators to plan the work of 

the schools in a more productive way, based on the findings of the study, which will enable more efficiency 

in the school. This will also identify training needs of the target civil servants enabling them to perform 

better. In addition to this, the policy makers will be benefited as this research will throw light on the demands 

of these staff which will motivate them to become more efficient in their field of work.  
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State of Art Review  
 

Staffing is one of the most important function of any organization. The service provided to its customers has 

a direct impact based on the capacity of the staff of that organization. This will reflect the real efficiency of 

the organization. At the same time the staff are the people who really move the organization forward. They 

are the one who deal with the day to day activities of the organization.  

 

Therefore if the staff are treated well, and if their needs are being addressed, the performance of the 

organization increases. According to Richard Branson 2014, Clients do not come first, Employees come first. 

If you take care of your employees, they will take care of the clients (Branson, 2014).  

 

The productivity of the staff are influenced by several factors. There are number of demands from the 

employees apart from salaries and wages.  Sometimes the relationship between employees and employers are 

not very healthy leading disputes in the work environment. As the number of job opportunities available for 

employees has been increasing in the growing worldwide economy, not just employees but also employers 

need to readjust themselves in order to cope up with the dynamics of business life (Leblebici, 2012).  

 

The following are some of the factors that hinders the efficiency of the employees as per previous 

researchers. However these factors are not specifically related to the efficiency of employees who works in 

the schools only. These factors are universal factors that may influence the performance of the staff of that 

organization.   

 

 

Motivation 
Motivation is one of the most important factor in the organizational performance. Most employees need 

motivation to feel good about their jobs and perform optimally. Some employees are money motivated while 

others find recognition and rewards personally motivating.  According to Ganta 2014, motivation levels 

within the workplace have a direct impact on employee productivity (Ganta, 2014). The well-known 

motivational theory; Maslow hierarchy of needs suggests that people can't get the next highest level of needs 

met until they first meet lower levels of needs, and if they get stuck at any one level they may experience 

depression, stress or pain (Ori, 2015).  

 

The famous writer, Richard Charles Nicholas Branson 2014, in his article „Companies Should Put 

Employees First‟ have advocated that if the person who works at your company is not appreciated, they are 

not going to do things with a smile. By not treating employees well, companies risk losing customers over 

bad service (Branson, 2014). 

 

According to a study conducted by Anwar Ali Shah in 2012, on Motivation as a Tool for Effective Staff 

Productivity in the Public Sector: A Case Study of Raw Materials Research and Development Council of 

Nigeria, has reviled that motivation plays a vital role in the employees‟ perception (Anwar Ali, 2012).  

 

This study have shown that people motivates for different factors. Perception of respondents in relation to 

what actually motivate them to do their best to enhance productivity, the results conclude that 20 (30.3%) 

prefer job security, 16 (24.2%) accepted in-service training, while 12 (18.1%) and 18 (27.2%) prefer 

improved salary and promotion as factors that can motivate employees to perform their duties (Anwar Ali, 

2012).  

 

 

Recruitment 
Recruiting the best staff to the organization is a very important function of the management. Edwin B Flippo 

defined “Recruitment as the process of searching for prospective employee and stimulating them to apply for 

jobs in the organization.” It is an important function of staffing (Balasubramanian, 2014). In the process of 
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recruitment, the employer study about the job analysis and job description and according to required category 

the employer recruit people as per requirement (Balasubramanian, 2014).  

 

A study done by Marta Kanyemba, in 2015, on Impact of Recruitment and Selection on Organizational 

Productivity. Evidence from staff Of a University in South Africa, shows that finding, attracting and keeping 

the best people can however be an arduous task, but with effective recruitment and selection processes, an 

organisation will be guaranteed the right calibre of people for the organisation‟s needs (Marta, 2015). As 

sited by (Marta, 2015), according to Cameron (2008), the cost of poor recruitment and selection processes 

can be significant.  

 

Therefore, recruitment and selection must be done properly, or else it may result in high labour turnover, 

high   absenteeism,   more   errors,   and   high   training expenses for the organisation and reduced or low 

productivity (Marta, 2015).   

 

At the same time Kevin Johnston, Associate professor of University of Cape Town, wrote that an effective 

recruitment and selection process reduces turnover. Interviews and background checks ensure that you 

employ a candidate who is reliable and carries out the objectives you planned for providing quality services 

and goods to your customers (Johnston, n.d.).   

 

 

Training 
 

According Rivai 2009, training is a systematic process for changing employee behavior in order to achieve 

organizational goals (Alhamda, 2014). Training needs of the employees has direct impact on the recruitment 

process. As mentioned by Marta 2015, recruitment and selection must be done properly, or else it may result 

in high labour turnover, high   absenteeism,   more   errors, and   high   training expenses for the organisation 

and reduced or low productivity (Marta, 2015).  

 

Training the staff based on their needs benefits the individual employee as well as the organization.  

 As per a study done by Anwar Ali Shah in 2012, on Motivation as a Tool for Effective Staff Productivity in 

the Public Sector: A Case Study of Raw Materials Research and Development Council of Nigeria, perception 

of respondents regarding in service training offered by the organisation showed that 52 (78.7%) of the 

respondents have benefited from in-service training while 14 (21.2%) did not (Anwar Ali, 2012).  

 

Training is one of the factor to retain committed staff in the organization. According to a study done by Scott 

Brum in 2007, a committed employee is one that will remain with the organization. Through the years, 

numerous research studies have been conducted to determine the accuracy of this statement. In the end many 

have concluded that committed employees remain with the organization for longer periods of time than those 

which are less committed (Brun, 2007). 

 

 

Performance Appraisal 
The government employees‟ performance appraisal system in Maldives can go back to 1996 (Asim, 2001).  

After 2008, with the introduction of Civil Service, performance appraisal became a concern of every civil 

servant.  

 

As cited by Demet Leblebici (Leblebici, 2012), a PhD Candidate, Okan University, Turkey in 2012, 

performance feedback is an information exchangement and conflict resolution process between the employee 

and supervisor. While the supervisor gives his/her feedback and requirements, the employee enables to give 

his/her feedback regarding his/her requirements. Although this process is formal, it could be managed 

informally by gaining closer relations for two sides (Chandrasekar, 2001).  
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At the same time, the professional relation of the supervisor and the subordinates itself improves the 

performance of the organization. In the same study, questions regarding relation with the supervisors, fair 

treatment and communication within the bank are asked to the attendees in order to be ensure that behavioral 

environmental component are significant for them. Almost all the attendees give strongly agree replies that 

relation with the supervisors, fair treatment and communications is important (Leblebici, 2012). 

 

 

Work environment 
 

A widely accepted assumption is that better workplace environment motivates employees and produces 

better results. As sited by Leblebici in 2012, to achieve high levels of employee productivity, organizations 

must ensure that the physical environment is conducive to organizational needs facilitating interaction and 

privacy, formality and informality, functionality and cross-disciplinarily. Consequently, the physical 

environment is a tool that can be leveraged both to improve business results (Mohr, 1996) and employee 

well-being (Huang, Robertson and Chang, 2004) (Leblebici, 2012). 

 

Another study done by Amina Hameed, Research Associate, Department of Management Sciences, Cosmats 

Institute of Information Technology, Abbottabad, Pakistan in 2009, has shown that while the employees are 

unhappy with the physical conditions of the workplace, they have remarkable satisfaction with the workplace 

by having strong behavioral workplace conditions (Amjad, 2009).  

 

According to the survey results it is proven that workplace environment affects employee performance but 

behavioral workplace environment has greater effect on employees‟ performance (Amjad, 2009). 

 

Another interesting study published by Canadian Center of Science and Education in 2012 has revealed that 

office design has a substantial impact on the employees‟ productivity (Anwar Ali, 2012). The overall impact 

of different elements showed that lighting affects the productivity of most employees. The overall mean of 

all the factors show that female employees are more concerned about their workplace surroundings, whereas, 

their male counterparts are less concerned with it (Anwar Ali, 2012). 

 

The study also found that there is a direct relationship between office design and productivity. The 

Relationship between Office design and Productivity was determined by using the Pearson‟s Correlation in 

SPSS. A strong correlation exists between elements of office design and productivity of office design 

(Anwar Ali, 2012). The regression analysis of the data shows that the coefficient of determination R. square 

= 0.576, so, it can be concluded that 58 percent of the variability in employees‟ productivity is accounted for 

by the variables in this model (Anwar Ali, 2012). 

 

The study also has revealed that 15 (23%) of the respondents feel that the relationship between employees in 

the organisation was good, 27 (41%) maintained cordial relationship, 20 (30%) said it is satisfactory, equally 

on the same proportion 2 (3%) reported not satisfactory, while 2 (3%) said it is poor (Anwar Ali, 2012). 

 

Promotion  
Hasibuan 2007, as cited by Alhamda 2014,  defines employment promotion as an effort to provide an 

important role for employees even a dream to look forward to, with the promotion of recognition means that 

there is confidence about ability and skills relevant employees to occupy a higher position. Thus the 

promotion will give social status, authority, responsibility, and greater income for employees.  (Alhamda, 

2014).   

 

A study carried by Alhamda, a Lecturer, Health Polytechnic at Dental Nursing Academy, West Sumatera-

Indonesia in 2014, shows that employees expect promotion very now and then. In line with these results 

which demonstrate the desire of the employees to get a better position or better than before (Alhamda, 2014). 

This desire includes all employment status. There are 90 respondents who are not expecting a promotion due 

to factors likely influenced by age and education (Alhamda, 2014). 
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Another study conducted by Anwar Ali Shah in 2012, on Motivation as a Tool for Effective Staff 

Productivity in the Public Sector: A Case Study of Raw Materials Research and Development Council of 

Nigeria, has discovered that majority of the respondents 48 (72.7%) agreed that they will leave the 

organisation if given the opportunity, only 18 (27.7%) of the respondents accepted to remain in the 

organisation if offered opportunity elsewhere. Respondents opinion regarding mode of promotion in the 

organisation revealed that 44 (66.6%) of the respondents are satisfied while 20 (30.3%) are not satisfied with 

the entire process (Anwar Ali, 2012). 

Researchers also observed employees with tenure of 20 years with a high school education levels have lower 

work productivity of new employees to work. This is caused by low morale and hopes for a promotion due to 

staffing requirements and rules that apply. From the above analysis also found the majority status of the civil 

servants as well as new works by the condition of the spirit of labor productivity levels are quite high in 

hopes of getting a promotion and a better employment status (Alhamda, 2014).  

Rules and Regulation 
Work ethics is an essential part of every human organization. Rules and regulations are established and 

implemented for the smooth functioning of that organization. The rules and regulations established in 

different organization may differ based on their type of work. According to Mike A. Cuma 2015, generally, 

employers are free to implement a wide range of rules and procedures that they feel are necessary to maintain 

the good order and operations of the workplace. The rules required can vary greatly from one organization to 

the next based upon the unique challenges and circumstances of each (Cuma, 2015). 

Employers are encouraged to ensure that rules are posted conspicuously in the workplace and that they are 

regularly communicated to employees at crew meetings and through bulletins, handouts and newsletters. 

New employees should attend a comprehensive orientation that covers all of the rules and procedures of the 

workplace that are applicable. Employers are urged to ensure employees not only understand the rules but 

also the sound business reasons behind them (Cuma, 2015). 

Research Methodology 
This study was conducted on a mixed approach. The quantitative method was used mainly to collect the data 

through a questionnaire. In addition to this, suggestions and opinion to achieve an excellent civil service, 

qualitative approach was used. This research was focused to the administrative employees of the 14 

government schools in the Male City, Republic of Maldives. A sample of 110   staff was selected by 

Systematic Random sampling method for data collection. The data was collected during the month of July 

and August 2015. 

The administrative staff are divided in to two categories, namely Administrative Officers and Admin-

Academic staffs. Administrative officers are those who work in the school administrative office, while the 

admin-academic staffs are those who work in the academic related jobs such as librarian, laboratory 

assistant, etc.  

Data was collected through a questionnaire, and the data was analyzed using the Statistical Software 

SPSS2.0. The qualitative data was coded by using conventional content analysis to draw conclusions.  

Findings and Discussions 

This research was done based on seven varibles which were derived from the literature as factors affecting 

the productivity of the administrative staff. However it is also enquired whether the staff themselves believs 
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whether their productivity is lower than their capacity. Since most of the data were not normally distributed, 

for the purose of statistical treatments, non paramatric tests wee done.  

It is very difficult to get a clear picture about the performance of the staff by taking data from themselves. 

However to understand the belief of the staff whether the productivity of them are less than their capacity, 

Kolmogorov-Smirnov Test was done for the following hypothesis.  

 

Hn1: The productivity of the administrative staff is not lower than their capacity. 

 

 

The resuts of the Kolmogorov-Smirnov Test shows a significant value of 0.188. Therefore the administrative 

staff do not believe that their productivity is lower than their ability.  

 

Based on this result it is clear that the staff themselves believe that they are working as per their full ability. 

All the staff are happy about their performance. However there is a strong belief about under performance of 

administrative staff office in the schools, even though the staff have not realized. Unless there is 

improvement in this area, there will be stagnation in the field of school administration.  

 

 

To find out the contributing factors for low productivity of administartive staff of schools, the following 

hypothesis was drawn.  

 

Hn2: The productivity of the staff is less not as a result of Lack of Motivation, Recruitment Process, Lack 

of Job Training, Monitoring & Appraisal System Unhealthy Work Environment, Lack of Promotional 

Opportunities, Unaware of Rules and Regulation. 

 

 

The findings shows that, among these factors, the performance of the administrative staff are highly affected 

by lack of motivation, issues in recruitement, unhealthy work environment and unaware of rules & regulation 

as the Kolmogorov-Smirnov Test shows a significant value of 0.037, 0.007, 0.038 and 0.039 respectively 

where the null hypothesis has to be rejected. This means that, the productivity of the staff is less as a result of 

Lack of Motivation, issues in the Recruitment Process, Unhealthy Work Environment and Unaware of Rules 

& Regulation.  

 

 

The findings have also shown that, the productivity of the staff is less not as a result of, Lack of Job 

Training, Monitoring & Appraisal System and Lack of Promotional Opportunities. According to this study, 

among these factors, the performance of the administrative staff are not affected by lack of training, issues in 

monitoring & evaluation and lack of promotional opportunities as the Kolmogorov-Smirnov Test shows a 

significant value of 0.137, 0.210 and 0.173 respectively where the null hypothesis has to be accepted.  

 

From the above findings, the school managers have to play a vital role in increasing the productivity of the 

school adminstrative staff. The results have shown that the staff are not motivated to complete their tasks, 

thus the productivity is underachieved. At the same time, the study have shown that there are issues in the 

process of staff recruitment. Participants have believed that, the productvity of these organizations can be 

increaed if we can strengthen the process of the recruitment.  

 

As the null hypothesis was rejected for unhealthy work environmnt, it is found that the staff work 

environment is not healthy. This may be related with physical conditions or mental condition of the staff 

based on the resources or intermal and external politics. The study also have shown that, the productivity of 

the administrative staff in schools are less, as a result of unawreness of rules and regulation in the civil 

service.  
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The second part of the study was focused on finding whether there is a significant difference between the 

Motivation, Recruitement, Training,  Monitoring & Appraisal System, Work Environment, Promotional 

Opportunities, and Rules & Regulation, based on their gender, number of years of experience and the type of 

the job they are engaged in the school.   

 

Gender 
 

Hn3: There is no significant difference between Gender and Lack of Motivation, Recruitment Process, 

Lack of Job Training, Monitoring & Appraisal System Unhealthy Work Environment, Lack of 

Promotional Opportunities, Unaware of Rules and Regulation. 

 

 

The results of Mann-Whitney U test for Gender are shown in the Figure 1 and Figure 2. 

 

Difference in the variable based on Gender 

 

 
Figure 1: Results of Mann-Whitney Mean Rank for Gender 

 

 
Figure 2: Results of Mann-Whitney U test for Gender 

 

The findings shows that all the factors, but opportunities for promotion, have no difference between males 

and females considering these variables as factors affecting the performance of the staff. The Mann-Whitney 

U test shows significant values of 0.735, 0.554, 0.290, 0.384, 0.367, 0.044 and 0.607 for Lack of Motivation, 

Recruitment Process, Lack of Job Training, Monitoring & Appraisal System, Unhealthy Work Environment, 

Lack of Promotional Opportunities and Unaware of Rules & Regulation respectively. 

 

Thus the null hypothesis for all the factors other than the lack of promotional opportunities has to be 

accepted and the alternative hypothesis was accepted for lack of promotional opportunities. So it is obvious 

that, there is no gender difference in believing these factors, except lack of promotional opportunities, as the 

factors that hinders the productivity of school administrative works. 
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The findings have shown that lack of motivation, issues in the recruitment process, unhealthy work 

environment and unaware of rules & regulation as factors that hinders the productivity of the administrative 

staff in schools. However there is no significant difference between males and females in believing these 

four factors as responsible factors for low productivity as the Mann-Whitney U test shows significant values 

of 0.735, 0.554, 0.367 and 0.607 for lack of motivation, issues in the recruitment process, unhealthy work 

environment and unaware of rules & regulation  respectively.  

 

At the same time, the study have shown that there is no significant difference between males and females in 

believing, the productivity of the staff is less not as a result of these factors as the Mann-Whitney U test 

shows significant values of 0.290 and 0.384 for Lack of Job Training and Monitoring & Appraisal System 

respectively.  

 

However, for lack of promotional opportunities, there is a significant difference between males and females 

in believing, the productivity of the staff is less not as a result of these factors as the Mann-Whitney U test 

shows significant values of 0.044.  

 

The mean rank of males for lack of promotional opportunities is 72.88 whereas for females it is 53.37 with a 

significant difference of 19.51 which is a significant difference. From this finding we can understand that 

male staff sees that lack of promotional opportunities hinders their productivity more. Therefor it is obvious 

that male staff seeks for promotional opportunities more than that of female staff.  

 

Years of Experience 
 

Hn4: There is no significant difference between Years of Experience and Lack of Motivation, Recruitment 

Process, Lack of Job Training, Monitoring & Appraisal System Unhealthy Work Environment, Lack of 

Promotional Opportunities, Unaware of Rules and Regulation. 
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The results of Mann-Whitney U test for Years of Experience are shown in the Figure 3 and Figure 4. 

 

Difference in the variable based on Years of Experience 

 

 
Figure 3: Results of Mann-Whitney Mean Rank  for Years of Experience 

 

 
Figure 4: Results of Mann-Whitney U test for Years of Experience 

 

The findings shows that there is no significant differnce between the employees based on the number of 

years they have worked in considering these variables as factors affecting the performance of the staff.  

 

The Kruskal Wallis Test shows significant values of 0.243, 0.896, 0.600, 0.642, 0.287, 0.279 and 0.156 for 

Lack of Motivation, Recruitment Process, Lack of Job Training, Monitoring & Appraisal System, Unhealthy 

Work Environment, Lack of Promotional Opportunities and Unaware of Rules & Regulation respectively. 

Thus the alternative hypothesis for all the factors has to be accepted.  

 

The findings have shown that lack of motivation, issues in the recruitment process, unhealthy work 

environment and unaware of rules & regulation are factors that hinders the productivity of the administrative 

staff in schools. However there is no significant difference based on the years of experience of the staff in 

believing these four factors as responsible factors for low productivity as the Kruskal Wallis Test shows 

significant values of 0.243, 0.896, 0.287 and 0.156 for lack of motivation, issues in the recruitment process, 

unhealthy work environment and unaware of rules & regulation  respectively.  

 

At the same time, the study have shown that there is no significant difference based on the years of 

experience of the staff in believing, the productivity of the staff is less not as a result of these factors as the 

Kruskal Wallis Test test shows significant values of 0.600, 0.642  and 0.279 for Lack of Job Training, 

Monitoring & Appraisal System and Lack of Promotional Opportunities respectively.  
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Based on the findings, it is observed that all the staff, whether they have worked for a shorter period or a 

longer period, their belief is similar in believing these variables as factors affacting the productivity of the of 

school administrative works.  

 

According to a study by Alhamda, a Lecturer, Health Polytechnic at Dental Nursing Academy, West 

Sumatera-Indonesia   in 2014, researchers observed employees with tenure of 20 years with a high school 

education levels have lower work productivity of new employees to work.  

 

This is caused by low morale and hopes for a promotion due to staffing requirements and rules that apply. 

From the above analysis also found that the majority status of the civil servants as well as new works by the 

condition of the spirit of labor productivity levels are quite high in hopes of getting a promotion and a better 

employment status (Alhamda, 2014).  

  

 

Type of the Job   
 

Hn5: There is no significant difference between Type of the Job and Lack of Motivation, Recruitment 

Process, Lack of Job Training, Monitoring & Appraisal System Unhealthy Work Environment, Lack of 

Promotional Opportunities, Unaware of Rules and Regulation. 

 

 

The results of Mann-Whitney U test for the Type of Job that the staff are engaged in the school are shown in 

the Figure 3 and Figure 4. 

 

Difference in the variable based on the type of job  

 

 
Figure 5: Results of Mann-Whitney Mean Rank  for the Type of Job that the staff are engaged in the school 

 

 
Figure 6: Results of Mann-Whitney Mean Rank  for the Type of Job that the staff are engaged in the school 

 

The findings shows that there is no significant differnce between the employees who worked directly 

administartive works and  who worked in admin-academic works in considering these variables, but the 

Problems in Recruitment Process, as factors affecting the performance of the staff.  
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The Mann-Whitney U test shows significant values of 0.448, 0.003, 0.051, 0.115, 0.210, 0.082 and 0.653 for 

Lack of Motivation, Recruitment Process, Lack of Job Training, Monitoring & Appraisal System, Unhealthy 

Work Environment, Lack of Promotional Opportunities and Unaware of Rules & Regulation respectively.  

 

Thus the null hypothesis for all the factors except Problems in Recruitment Process have to be accepted. So it 

is obvious that, there is no gender difference in believing these factors, except the Problems in Recruitment 

Process, as the factors that hinders the productivity of school administrative works. For the variable, the 

Problems in Recruitment Process, the alternative hypothesis has to be accepted as the Mann-Whitney U test 

shows significant values of 0.003. 

 

The findings have shown that lack of motivation, issues in the recruitment process, unhealthy work 

environment and unaware of rules & regulation are factors that hinders the productivity of the administrative 

staff in schools.  

 

However there is no significant difference between males and females in believing these four factors as 

responsible factors for low productivity as the Mann-Whitney U test shows significant values of 0.448, 0.210 

and 0.653 for lack of motivation, unhealthy work environment and unaware of rules & regulation  

respectively.  

 

At the same time, the study have shown that there is no significant difference between males and females in 

believing, the productivity of the staff is less not as a result of these factors as the Mann-Whitney U test 

shows significant values of 0.051, 0.115 and 0.082 for Lack of Job Training, Monitoring & Appraisal System 

and Lack of Promotional Opportunities respectively.  

 

However, for problems in recruitment process, there is a significant difference between the employees who 

worked directly administartive works and  who worked in admin-academic works in believing that the 

productivity of the staff is less not as a result of these factors as the Mann-Whitney U test shows significant 

values of 0.003.  

 

The mean rank of employees who worked directly administartive works for problems in recruitment process 

is 46.51 whereas for the employees who worked in admin-academic works it is 64.49 with a significant 

difference of 17.98 which is a significant difference. From this finding we can understand that the employees 

who worked in admin-academic works sees that problems in recruitment process is a severe factor that 

hinders their productivity.  

 

The third part of the study was focused on finding whether there is any significant relation between these 

factors of these factors with their different variables. A difference about the Motivation, Recruitement, 

Training,  Monitoring & Appraisal System, Work Environment, Promotional Opportunities, and Rules & 

Regulation, based on their gender, years of experience and the type of the job they are working.  

 

 

Correlational Study  
 

Hn6: There is no relation between Lack of Motivation, Recruitment Process, Lack of Job Training, 

Monitoring & Appraisal System Unhealthy Work Environment, Lack of Promotional Opportunities, 

Unaware of Rules and Regulation. 

 

 

The correlational study have shown that, there is a very high positive correlation between low productivity 

and issues in recruitment process with Spearman‟s rho correlation coefficient of 0.756. This means that the 

participants believed that the issues in recruitment process causes low productivity.  
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However there is positive high correlation between the low productivity and Lack of Motivation, Unaware of 

Rules & Regulation, Lack of Job Training and Monitoring & Appraisal System with Spearman‟s rho 

correlation coefficient of 0.340, 0.325, 0.314 and 0.300 respectively. This means that the participants 

believed that these factors are equally responsible for the low productivity.  

 

On the other hand, there is a weak positive correlation between the low productivity and unhealthy work 

environment and lack of promotional opportunities with Spearman‟s rho correlation coefficient of 0.285 and 

0.193 respectively. This can be interpreted as there is no significant relation between the low productivity 

and unhealthy work environment and lack of promotional opportunities. 

 

Motivation is another important variable in employee‟s performance. This study has shown that there is high 

positive correlation between lack of motivation and Lack of Job Training, Lack of Promotional 

Opportunities, Monitoring & Appraisal System, Recruitment Process, Unaware of Rules & Regulation and 

Unhealthy Work Environment with Spearman‟s rho correlation coefficient of 0.509, 0.406, 0.437, 0.361, 

0.499 and 0.464 respectively. This shows that the participants have believed that these factors are equally 

responsible for the low productivity in relation with staff motivation.  

 

The employees who worked in admin-academic work have raised the issue of recruitment process as a factor 

responsible for the low productivity in schools. However there is a high positive correlation between 

recruitment process and Unaware of Rules & Regulation, Lack of Job Training and Monitoring & Appraisal 

System with Spearman‟s rho correlation coefficient of 0.404, 0.389, and 0.354 respectively.   

 

This can be interpreted as there is no significant relation between the low productivity and Unaware of Rules 

& Regulation, Lack of Job Training and Monitoring & Appraisal System. 

 

On the other hand there is a weak positive correlation between recruitment process and Lack of Promotional 

Opportunities and Unhealthy Work Environment with Spearman‟s rho correlation coefficient of 0.277, and 

0.276 respectively. This shows that Lack of Promotional Opportunities and Unhealthy Work Environment 

has less dependence in relation with the recruitment process.   

 

The study published by published by Canadian Center of Science and Education in 2012 has revealed that 

there is a direct relationship between office design and productivity. The Relationship between Office design 

and Productivity was determined by using the Pearson‟s Correlation in SPSS. A strong correlation exists 

between elements of office design and productivity of office design (Anwar Ali, 2012).  

 

Lack of Job Training and Monitoring & Appraisal System, Lack of Promotional Opportunities, Unaware of 

Rules & Regulation and Unhealthy Work Environment have a high positive correlation with Spearman‟s rho 

correlation coefficient of 0.587, 0.530, 0.509 and 0.491 respectively. This shows that the participants have 

believed that Lack of Job Training highly influence Monitoring & Appraisal System, Lack of Promotional 

Opportunities, Unaware of Rules & Regulation and Unhealthy Work Environment in their work 

environment.  

 

Monitoring and performance appraisal is one of the key variable related to the civil servants where this is 

directly related to staff promotion.  The finding of this study have shown that there is a high positive 

correlation Monitoring & Appraisal System and Lack of Promotional Opportunities, Unaware of Rules and 

Regulation and Unhealthy Work Environment with Spearman‟s rho correlation coefficient of 0.506, 0.515 

and 0.486 respectively.  

 

This shows that the participants have believed that Monitoring & Appraisal System highly influence Lack of 

Promotional Opportunities, Unaware of Rules and Regulation and Unhealthy Work Environment in the work 

environment of staff in schools. 

 



  6106ސް ސވިލިް ސރަވސިް ކނޮފްރަނަް ދވިހެި  
 

 50 

 

The study also have shown that there is a high positive correlation between Lack of Promotional 

Opportunities and Unaware of Rules and Regulation with Spearman‟s rho correlation coefficient of 0.312. At 

the same time Unhealthy Work Environment and Lack of Promotional Opportunities bears a correlation 

coefficient of 0.433 which is high positive correlation and Unhealthy Work Environment and Unaware of 

Rules and Regulation with a 0.359 which is also a higher correlation.  

  

The fourth part of the study was to gather suggestion to achieve civil service excellence. This data was taken 

qualitatively and transferred to quantitative data. Only 46.02% of the participants attempted this section.  

 

This study have shown that 52% of the staff have suggested to improve the salary and allowances if we want 

to achieve an excellent civil service. This include special allowances and overtime allowances as well. This 

is the most frequent recommendation from the participants.  

 

Providing necessary training for the staff is the second leading suggestion from the participants with a 

percentage of 35%. This shows that a large chunk of the civil servants require training for providing better 

service to the country. This study have shown that lack of proper training is one of the contributing factor for 

lower productivity in the civil service.  

 

The third recommendation from the participants was regarding job promotion. More than 15% of the staff 

have suggested to get job promotion. In the school system, it is very obvious that the administrative staff gets 

job promotion very rarely. 

  

Appreciation for the staff by their supervisor is another interesting factor for a better civil service. 12% of the 

staff who have attempted have suggested for appreciation in the work environment. This may be related with 

the proper staff performance appraisal in the schools. At the same time 8% of the staff have recommended to 

have the work environment free from politics and other distracting factors such as physical resource. The 

disappointment with the work environment is a likely factor of lower productivity in the civil service.  

 

Among who have attempted, 6% of the staff have suggested a better supporting system from the school 

management, equal treatment among staff, implementing better communication system within the school and 

outside the school.  

 

With the same percentage, 6%, of the participants have also suggested for creating and providing 

opportunities for the staff, better monitoring system in the school and letting the staff follow the rules and 

regulation related to their work.  

 

The participants have also suggested to implement work ethics in the work environment and listen to the 

subordinates by their supervisors. They have also suggested that to encourage the staff to work during the 

office time.  

 

Even though only 4% of the participants have suggested this, these are some of the very basic aspects of an 

effective work environment. Thus by improving these areas, the service provided by the administrative staff 

will be improved and their productivity will lead towards an efficient civil service.  

 

Conclusion and Recommendations  

 
Based on the findings of the study, it is observed that the administrative staff of the schools are not working 

to their full capacity. Staff believes that, there are lots of areas to improve so that their performance will 

increase. By increasing the productivity, we can achieve an efficient civil service.  

 

To improve the productivity, main areas to be addressed are motivating the employees, addressing the issues 

related to the recruitment process, improving the work environment and providing awareness to the civil 

service rules & regulation. In this regard the school management has to conduct different programmes to 
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motivate its staff. As suggested by the participants, some of the motivational factors are providing better 

salary and allowances, appreciation to their work, providing training and opening promotional opportunities.  

In most of the cases, the candidate who possess the best academic result may not be the best candidate to 

work in the public sector. Some of the suggestion have shown that wok ethics and using office time 

effectively will improve the productivity of the staff. Thus, the recruitment process has to be framed in such 

a way that the best candidates are recruited.  

The work environment plays a vital role in the motivation of the staff which finally affects the productivity 

of the staff. The work environment may be either the physical environment or the social environment in the 

work place. The study have found that by improving the work environment will increase the productivity of 

the staff.  

Another important area that was identified as a variable that hinder the productivity of the staff was 

unawareness of civil service rules & regulation. Most of the staff are not aware of the civil service law, rules 

and regulations. This affects the work ethics of the employees.  

The study has also shown certain areas to be addressed to excel the service of the school administration. It is 

shown that, a large percentage of the staff, 52%, wish to improve their salary. At the same time, 35% of the 

staff suggested for proper job training followed by appreciation for the staff by their supervisor with 12%.  

Even though this study is based on the school administration, this could be applied to other civil service 

offices providing related service to the public. Therefore, it is recommended to address these issues to have 

an efficient civil service as per the findings.  

By attending to the issues of the employees will motivate them to work more passionately. Thus the 

performance of the civil servants will move towards the vision of the civil service; quality people, quality 

performance and quality service. 
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Abstract 

Civil Service organizations are knowledge-

intensive organizations, and poor knowledge 

management practices might result in loss of 

institutional memory, knowledge gaps and poor 

decisions. Knowledge management in civil service 

is not entirely absent; however the emphasis made 

on managing implicit knowledge (mainly 

knowledge embodied in people's brain) is low. 

Retaining and managing of critical knowledge has 

been difficult for civil service due to various 

reasons. Common challenges for knowledge 

management in Maldives civil service include lack 

of capacity in retaining key employees, few career 

advancement opportunities within civil service, 

lack of mutual trust between management and 

employees (between different levels of 

employees), the organizational culture, general 

thirst for learning and job security.  

The primary objective of this study is to raise 

awareness about knowledge management and its 

potential to support Maldives civil service 

organizations in providing high-quality service to 

the public. This paper discusses common 

challenges and concerns that affect knowledge 

management in Maldives civil service and 

analyses the knowledge management initiatives 

undertaken by civil service organizations. This 

paper is prepared based on a quantitative survey 

conducted among all civil service organizations 

with a sample size of 400 randomly selected 

respondents. Findings of this study show barriers 

to successful knowledge management initiation 

are largely from the lack of awareness, lack of 

time and absence of knowledge management 

policies within civil service. The lack of time can 

be interpreted as the lack of awareness about the 

importance of knowledge management within 

Maldives civil service. Therefore, knowledge 

management in Maldives civil service is such an 

area that needs to be further researched and 

explored for its full benefits to be reaped.

 

Keywords: retention, career advancement, implicit knowledge, knowledge gap, knowledge-intensive 
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1. Introduction 

“In Africa, when an old man dies, it is a library that burns down.” Amadou Hampâté Bâ 

Public administrative organizations are primarily knowledge intensive organizations. Therefore, 

knowledge has been described as a critical ingredient to ensure strategic competitive advantage and 

success of public sector organizations. A researcher from the University of Ibadan, Nigeria 

expresses the importance of knowledge as "if information is the currency of the knowledge 

economy, human expertise is the bank where it is kept, invested and exchanged" (Omotayo, 

Knowledge Management as an important tool in Organisational Management. A review of 

literature, 2015). Therefore poor knowledge management practices might result in loss of 

institutional memory, knowledge gaps and poor decisions. Common challenges for knowledge 

management in Maldives civil service include lack of capacity in retaining key employees, few 

career advancement opportunities within civil service, lack of mutual trust between management 

and employees (between different levels of employees), the organizational culture, general thirst for 

learning and job security.  

This paper discusses common challenges and concerns that affect knowledge management in 

Maldives civil service and analyses the knowledge management initiatives undertaken by civil 

service organizations. The primary objective of this study is to raise awareness about knowledge 

management and its potential to support Maldives civil service organizations. 

1.1 Background  

The creation of an independent civil service and other reforms were introduced by Act of 

Parliament. The Civil Service Commission with its inception on 23 October 2007 took over the 

challenging task of establishing a modern professional Civil Service in the Maldives. Today the 

Maldives Civil Service is firmly in place and is working as the most important driving force of the 

government policy and democratic governance in the Maldives. 

An intellectual and knowledge asset is the most valuable asset in any organization that needs to be 

effectively harnessed to bring about benefits for everyone. According to Uriarte.JR (2008) and 

Koenig (2012), knowledge management (KM) is a discipline that promotes efficient and systematic 

handling of organizational knowledge assets within an organization. Uriarte.JR (2008) and Koenig 

(2012), also stated that these assets may include experience in individual workers, previously un-

captured expertise, databases, documents, policies, and procedures. One of the primary objectives of 

KM is to identify, generate, manage and share explicit and tacit knowledge throughout the 

organization (Uriarte.JR, 2008). Improved KM is essential to civil service as civil service 

organizations are knowledge-based organizations. However managing the repository of knowledge 

in the Maldives public sector is a relatively new discipline. 

There can be obstacles in implementing KM initiatives due to the lack of understanding about the 

benefits and goals of KM. Difficulty in retaining key employees is the biggest challenge for 

Maldives civil service in retaining and managing knowledge within the organizations. Though civil 

service is a critical pillar for achieving sustainable developmental goals, the delivery of service is 



  6106ސް ސވިލިް ސރަވސިް ކނޮފްރަނަް ދވިހެި  
 

 55 

 

hampered due to difficulty in retaining competent employees. Furthermore, employees have started 

to consider Maldives civil service just as a place of learning destination irrespective of their intrinsic 

motivation resulting high labor turnover. Employees are the most valuable resource, and when they 

leave the organization, they leave with an invaluable amount of organizational intellect and 

knowledge which cannot be gained easily. Moreover, Uriarte.JR (2008), pointed out that knowledge 

is considered as an enormous, power that one hoards to oneself to maintain as an advantage due to 

various reasons. Common challenges for KM in Maldives civil service includes few career 

advancement opportunities within civil service, lack of mutual trust between management and 

employees (between different levels of employees) the organizational culture, and general thirst for 

learning and job security. Due to lack of opportunities for career advancement, existing employees 

are reluctant to share the knowledge and intellect as they feel the knowledge they have gained in 

many years of hard work and experience are sometimes taken for granted.  

Literature review shows Governments worldwide are now realizing the importance of KM to its 

policy-making and service delivery to the public and some of the government departments 

worldwide are beginning to put KM high on its agenda. However, KM is not easy to implement, as 

it seems. Study on Issues of Knowledge Management in the Public Sector by Cong & Pandya 

(2003), emphasized that the benefits to be gained from KM may not be handed to the management 

on a plate, nor will the challenges be met without necessary adjustment. Therefore strategies, 

policies and plans for implementing KM initiatives must be carefully thought-out in advance to 

succeed (Cong & Pandya, 2003).  

This paper is prepared based on the survey conducted among all civil service organizations of 

Maldives. The quantitative research method is used, and data is collected from randomly selected 

400 respondents.  The purpose of this study is to raise awareness of knowledge management and its 

potential to support civil service organizations in providing high-quality service to the public. This 

study will also identify the steps and cultural changes required of civil service organizations to use 

and share knowledge more effectively. More specifically objectives of this paper include 

1. A review of the literature to develop a fuller understanding of knowledge management in public 

sector context, in particular, the challenges and importance. 

2. Analysis of knowledge management initiatives developed within Maldives civil service 

organizations. 
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2. Literature review 

Knowledge is the only treasure you can give entirely without running short of it.” African proverb 

2.1 Understanding Knowledge Management (KM) 

Knowledge is increasingly being recognized as a new strategic imperative of organizations. 

According to Uriarte.JR (2008), the most established paradigm of knowledge is that "the knowledge 

is the power." In the modern economy, knowledge is considered as the most valuable asset that 

needs to be harnessed to achieve organization‟s competitive advantage. 

According to Koenig (2012), knowledge Management (KM) is a discipline that promotes an 

integrated approach to identifying, capturing, evaluating, retrieving, and sharing all of an 

enterprise's information assets. Uriarte.JR (2008) and Koenig (2012), also stated that these 

information assets may include databases, documents, policies, procedures, and previously un-

captured expertise and experience in individual workers. In the KM context, the emphasis is usually 

upon capturing knowledge embedded in people and making it explicit. According to Frost (2013) 

generally two types of knowledge are defined, namely explicit and implicit (tacit) knowledge. KM 

and organizational learning theory almost always take root in these two types of knowledge (Frost, 

2013). 

Explicit Knowledge: Explicit knowledge is knowledge that is set out in tangible form. These 

include knowledge assets such as reports, memos, business plans, drawings, patents, trademarks, 

customer lists and methodologies (Association of Modern Technologies Professionals, 2016). 

According to Utiarte.JR (2008), explicit knowledge represents organization‟s accumulated 

experience kept in a precise form that can easily be retrieved and replicated if necessary. In many 

organizations, these specific knowledge assets are usually stored in the computers with the help of 

information technology (Uriarte.JR, 2008). 

Implicit (Tacit) Knowledge: Knowledge that is not set out in tangible form but could be made 

explicit. It is either inherent knowledge or acquired by reasoning or learning (Al-Khouri, 2014). 

Implicit knowledge is the information or knowledge that one would have extreme difficulty 

operationally setting out in tangible form. Utiarte. JR (2008), stated that implicit knowledge is 

stored in the minds of people and it‟s hard to formalize, record, or articulate. Since implicit 

knowledge is highly individualized, the degree and facility by which it can be shared depend on 

largely on the ability and willingness of the person possessing it to convey it to others (Uriarte.JR, 

2008).  

The sharing of implicit knowledge is a great challenge to many organizations. According to 

Association of Modern Technologies Professionals (2016), implicit knowledge can be shared and 

communicated through various activities and mechanisms such as conversations, workshops, on-

the-job training, email, groupware, instant messaging and other such related technologies. 

http://www.amtp.am/
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In managing implicit knowledge, the biggest challenge is identifying the key implicit knowledge 

that is essential to the organization. The very characteristic of being unique and hard to replicate is 

what makes implicit knowledge a basis of the organization‟s competitive advantage.  

Organizational knowledge is the organizational memory. Al-Khouri (2014), stated that a great deal 

of the knowledge of an organization is created and stored at the individual level and they are in the 

minds of people and groups of people who work in the organization – the employees, managers and 

top executives as shown below in Figure 2.1.1 

 
Figure 2.1.1: The iceberg metaphor describing the relationship between explicit and implicit knowledge. Source: (Al-

Khouri, 2014)  

 

Implicit knowledge cannot be fully transformed into the explicit form. However, explicit knowledge 

can only rarely be fully personalized or internalized by an individual. Transfer of knowledge and 

personalization of knowledge is the goal of KM, as personalization allows a more efficient transfer 

of both types of knowledge (Uriarte.JR, 2008). Figure 2.1.2 shows how knowledge is stored in an 

organization. 

  
Figure2.1.2: Primary repositories of an organizational knowledge 

 

Source: (Uriarte.JR, 2008) 

Electronic 
knowledge base 

12% Electronic 
documentation 

20% 

Employee's brain 
42% 

Paper 
documentation 

26% 



  6106ސް ސވިލިް ސރަވސިް ކނޮފްރަނަް ދވިހެި  
 

 58 

 

According to Al-Khouri (2014), organizational knowledge can be divided into two main categories, 

which are organizational core knowledge and organizational enabling knowledge. Core knowledge 

is those areas of critical knowledge that are more vital for the attainment of the organization‟s 

strategic goals, which must be developed and nurtured within the organization (Al-Khouri, 2014). 

Core knowledge alone cannot fully support an organization and make it competitive. There is a 

need for knowledge that can maintain the effectiveness of the organization. Such knowledge is 

known as “enabling knowledge” (Al-Khouri, 2014). 

2.2 Elements of Knowledge Management (KM) 

Knowledge management may not be an easy task. For successful management of knowledge in any 

organization there are various elements that should be considered. According to Uriarte.JR (2008), a 

complete KM system must contain four elements. These are knowledge creation and capture, 

knowledge sharing and enrichment, information storage and retrieval, and knowledge 

dissemination. 

Knowledge Creation and Capture 

The process of creating new knowledge is the most difficult task to manage. Creativity and 

innovation are crucial for the creation of new knowledge in any organization. According to Uriarte 

(2008), organizations can capture knowledge by using different techniques. Knowledge from 

outside the organization can be captured by accessing various sources and Mahapa (2013), 

emphasized sources such as publications, websites, emails and the Internet. Mahapa (2013), also 

stated that explicit knowledge from within and outside of the organization can be captured as 

printed reports, a record of meetings. On the other hand implicit knowledge can be created and 

captured during discussions, brainstorming sessions and meetings with office colleagues, 

stakeholders, institutional partners, consultants and experts (Uriarte.JR, 2008). Seminars and 

workshops also provide an excellent platform for creating and capturing tacit knowledge that may 

come from the speakers or the participants (Uriarte.JR, 2008). 

According to Uriarte (2008), the principal component of knowledge creation and capture is content 

management which involves the creation of an information database. Content management requires 

that there be mean to determine which structured information from databases and unstructured 

information from other sources are to be included in the system. 

 

Knowledge Sharing and Enrichment 

This element is the most crucial among the four elements which have become a most challenging 

for public sector organizations. According to Association of Modern Technologies Professionals 

(2016) & Uriarte (2008), knowledge sharing can be enhanced through the implementation of 

appropriate technologies, operations, and systems that stimulate collaboration in organizations.  

Knowledge can also be shared and enriched by facilitating the process of sharing, and by rewarding 

those individuals who share the most knowledge as well as the individuals who utilize the 

knowledge that has been shared. 
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Communities of practice have been proven to be excellent means to share knowledge among people 

who have a common interest. According to Uriarte.JR (2008), these comprise groups of people who 

share knowledge, concerns or interest in a given area and enrich their knowledge and expertise by 

the use and application of information and communication technologies. In other words, a 

community of practice is where members share “work stories”. During the process of “storytelling,” 

the exchange of implicit knowledge takes place which facilitates managing of implicit knowledge 

(Uriarte.JR, 2008). This process is particularly important to new staff members since the sharing of 

knowledge tends to improve their involvement with the senior team members. Uriarte.JR (2008), 

also stated that in many organizations, communities of practice are informal groupings that are 

separated from but are not in conflict with the formal organizational structure or hierarchy.  

Uriarte.JR (2008), emphasized that providing incentive schemes including both financial and non-

financial is important to encourage knowledge sharing. In many cases, an employee may feel 

threatened to introduce or share knowledge into a system while another may feel reluctant to search 

actively for knowledge that others introduce. Many may also find the process of sharing and 

searching as requiring a considerable amount of time and effort. This can be facilitated through the 

provision of certain incentives, financial or non-financial, to those actively sharing useful 

knowledge and those frequently reusing knowledge that have been shared (Uriarte.JR, 2008).  

 

Information Storage and Retrieval 

In many organizations, the bulk of information is likely to be in a relatively unstructured format. 

This information can be in the form of standardized documents such as reports, memos, 

spreadsheets or emails. Though these documents contain valuable information they may not be 

easily accessible and shared in many organizations. Therefore in case of explicit knowledge, the 

accessibility of knowledge is paramount. According to Association of Modern Technologies 

Professionals (2016), KM process to be more efficient organizations should ensure that knowledge 

is readily accessible to employees. Storing information in a centralized location with sufficient 

provisions is necessary for information retrieval and accessibility (Uriarte.JR, 2008). In addition to 

that organizations must provide search engines that can deal with such unstructured information. 

According to Association of Modern Technologies Professionals (2016), there are four main 

options for storing the information that is captured or shared. These are: (a) file system storage 

(local and network directories and folders); (b) databases; (c) e-mail; and (d) websites (intranet and 

external). 

 

Knowledge Dissemination 

For successful implementation of KM process knowledge must be effectively disseminated. 

According to Uriarte (2008), Knowledge dissemination to be effective, it is highly important for 

individualized implicit knowledge to transform into explicit knowledge that can be more widely 

shared. In the case of explicit knowledge publications, presentations, websites, and libraries are the 

most common forms of dissemination (Uriarte.JR, 2008). The challenge for many organizations in 

knowledge dissemination is the reluctance of employees due to various reasons. In an organization 

where there is fear of their seniors, the employees will have a tendency to keep their knowledge to 
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themselves and share it with others only cautiously (Association of Modern Technologies 

Professionals, 2016). Hence, it's important to remove these barriers of knowledge dissemination for 

a better KM process.  

 

2.3 Knowledge Management (KM) tools 

“If you have knowledge, let others light their candles in it.” 

Irrespective of KM model organization has adopted, use of effective KM tools is crucial for the 

successful implementation of KM process. Most importantly top management and employees of all 

level should be aware of these tools and should be trained to use it. There are varieties of KM tools 

which organizations all around the world use. Below are some of these tools. 

 

2.3.1 Document management 

The starting point of KM is systematizing and organizing documents. Document management has 

two key functions: first, it provides content; and second, it facilitates content management and 

access (Uriarte.JR, 2008). 

 

2.3.2 Knowledge Map and Skills Management 

According to Powers (2002), a knowledge map provides organizations with a “snapshot in time” to 

help them understand and categorize knowledge assets. It acts as an explicit example within a 

business process of who has the knowledge, where the knowledge is located, and why it is 

important. A skills management system is a web-based tool that supports with information about 

living experts who provide advice and share their expertise with colleagues in a distributed way, 

spreading the workload over the whole organization (Uriarte.JR, 2008). A knowledge map helps 

navigate through documents, versions, authors, experts and external users of information. 

 

2.3.3 Information Database and Lessons Learned 

In all organization, people learn every day and improve their work constantly based on the 

experiences they gained (Edge, Powerful public sector knowledge management: a school district 

example, 2005). Lesson management system is a system in which lessons learn from many projects 

after action reviews are collected within an IT system that stores them, classifies them, and routes 

them to the person who needs to act on them (Lessons Management System, 2008). According to 

Edge (2005), the lesson learned system is based on the principle of employees learning and 

improving themselves on the job based on the experiences gained. Therefore the Lessons Learned 

knowledge base forms the memory of the company. 
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2.3.4 Collaboration Tool 

Collaboration is one of the most important aspects of knowledge management tools along with 

document management. According to Uriarte (2008), a collaborative environment enables people to 

work in secure online workspaces, in which they use e-mail, Internet web browser, desktop 

applications and other means in order to share knowledge, build closer organizational relationships 

and streamline work processes. Such an environment also encourages employees to share 

information in open discussion forums, thereby providing access to tacit knowledge. The ideal 

knowledge management tool has virtual meeting rooms operating in real time, simultaneously and 

instantly for all employees, who might be distributed over different locations yet remain connected 

and thus able to exchange information at once (Uriarte.JR, 2008). 

 

2.3.5 Communities of Practice 

People who share common interest in an area of competence and are willing to share their 

experiences come together to form a community of practice. Apart from formal meetings, 

collaboration tools, such as message boards, chats, web boards, discussion forums etc. can be used 

for knowledge sharing (Uriarte.JR, 2008). 

2.3.6 People Discovery   

Most of the „organization knowledge‟ is stored in peoples‟ minds and organizations do not realize 

the extent to which this is extremely valuable (Uriarte.JR, 2008).  The ability of organizational 

learning and development largely depend on these people. However some organizations fail to 

discover core organizational knowledge and retain these people. The ability to find expertise is a 

key element for the development of organization and to provide quality service. 

 

2.4 Knowledge Management in public sector 
“The control of knowledge is the crux of tomorrow’s worldwide struggle for power in every human 

institution.” Alvin Toffler 

 
The efficiency of KM depends on the capacity of human capital that can disseminate knowledge 

quickly in the organization. Top management and employees of all levels would require basic 

understanding of the importance of KM and challenges of KM for its successful implementation.  

In 1965, Peter Drucker (as cited in Al-Khouri, 2014) pointed out that “knowledge” would replace 

land, labor, capital, machines, and other fixed assets of organizations to become the chief source of 

production.  

Edge (2005), stressed that KM is important to public sector as staff have long been identified as the 

key knowledge depository. The primary objective of KM in public sector is to maximize 

productivity and efficiency while enhancing public service delivery and reduce duplication of 

efforts and resources Riege and Lindsay, 2006 (as cited in Yuen, 2007). Therefore, KM is essential 

for government organizations as governmental organizations are knowledge-based organizations.  
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Workforce and knowledge planning are critical to ensure that civil service organizations have 

sufficient and appropriate knowledge when employees leave or retire. According to Yousif & 

Shajera (2014), high staff turnover, lack of adequate training, and tendency towards preserving 

status quo can affect KM. In short KM protects the wealth of the organization. More specific 

benefits of KM stated by Yousif & Shajera (2014), includes facilitate better and more informed 

decisions, contribute to the intellectual capital of an organization, encourage the free flow of ideas 

which leads to insight and innovation and improve customer service and efficiency 

According to the survey
84

 conducted by the Institute of Systems Science (ISS) , the  common 

challenges  for KM in public sector include the role of leaders and strategy definition, change 

management, lack of time and resources, development of human capital, provision of ICT 

infrastructure and  policy and legislation (as cited in Yuen, 2007). This study emphasizes           e-

Government projects to include incentive schemes and encouraging employee participation for 

employees to learn and change throughout all stages of a change process. Other key challenges 

identified include setting up programs to promote awareness and prioritizing the various initiatives 

within the government. Table 2.4.1 below shows several other reasons pointed out by Al- Khouri 

(2014), about the failed initiatives across various organizations where knowledge management was 

being implemented. 

Casual Failure Factors Resultant Failure Factors 

Lack of performance indicators and 

measurable benefits 

Lack of widespread contribution 

Inadequate management support Lack of relevance, quality and usability 

Improper planning, design, coordination and 

evaluation 

Overemphasis on formal learning, 

systematization and determinant needs 

In adequate knowledge of managers and 

workers 

Improper implementation of technology and 

improper budgeting and excessive costs 

Problems with organizational culture Lack of responsibility and ownership 

Improper organizational structure Lack of knowledge from staff detection and 

retirement 

Table 2.4.1: Root causes for knowledge management failure 

 

Application of KM in public sector is not very widespread. According to Omotayo (2015), retention 

and development of human capital have also been a challenge in public sector KM. Organizations 

need a good capacity to retain, develop, organize, and utilize their employees' capabilities in order 

to remain at the forefront and have an edge over competitors. Al- Khouri (2014), stressed that 

traditional hierarchical structures in the public sector and the culture embedded in public sector 

organizations have been potential causes to hinder the success of KM initiatives as such structures 

may well support the notion of territory and power. Challenges to public sector also include the 

isolated nature of most public sector work, the operating system that exists within different 
                                                           
84

  This survey was conducted in 2007 with respondents from different developing countries (including Maldives) by 
Institute of Systems Science (ISS) National, University of Singapore (NUS). The respondents are participants who had 
attended the Singapore Cooperation Program (SCP) which provides technical assistance to developing countries 
around the world. The programs conducted by ISS 



  6106ސް ސވިލިް ސރަވސިް ކނޮފްރަނަް ދވިހެި  
 

 63 

 

government organizations, worker desire to maintain and protect their personal knowledge, and the 

seemingly continued reduction of centrally allocated resources (Edge, Powerful public sector 

knowledge management: a school district example, 2005). Therefore public sector organizations 

have more significant challenges than their private sector in establishing KM supportive and 

collaborative culture. 

Despite many challenges for the public sector KM, many countries worldwide have successfully 

implemented KM. One example can be found in Singapore where KM is one program within the 

island nation‟s Infocomm Plans (Singapore Government Infocomm Plans). According to Yuen 

2007), the program started with the provision of education programs for civil servants to build 

awareness of KM and implementation requirements. To support K an assistance scheme to support 

and cultivate good KM ideas were also introduced along with the Knowledge Management 

Experimentation Program. The following phase of the program was to develop a KM framework to 

drive pervasive adoption of KM practices  

As part of the e-Government initiatives, some countries such as China, Vietnam, and Kuwait have 

launched their central government portal to provide easy access and transparent information. 

According to Yuen (2007), China has launched their central government portal which has four 

sections providing information about government affairs, online services for citizens, enterprises, 

residents from overseas and interactive communication between government and citizens. 

Bangladesh AgriNet is an example of an effective online discussion forum which enables them to 

exchange their ideas about agriculture and can refer to experts‟ knowledge and the latest news 

(Yuen, Overview of Knowledge Management in the Public Sector, 2007).  

2.5 Critical success factors for public sector Knowledge Management (KM) 

framework 

Knowledge management (KM) as by theory may be a relatively new concept for the Maldives civil 

service. Hence, understanding of critical success factors based on the experience from countries 

worldwide is essential for developing a KM framework for Maldives civil service.  

KM as a strategic management tool deals with, how organizations map out strategies to effectively 

work or plan to work with KM. Omotayo (2015), has identified the need to align KM strategy with 

organization strategy as critical to the success of KM. According to Al-Khouri (2014), a balance 

between human-oriented KM and technology-oriented KM is significant for the successful 

implementation of a KM system. In order to achieve this balance, there is a need to develop a 

strategy to integrate organizational knowledge into KM tools (Al-Khouri, 2014). Cong & Pandya 

(2003), stressed that there is a need to design a strategy especially for the public sector to fill the 

gaps of cross learning. In addition to that Omotayo, (2015) emphasized, KM strategy is supposed to 

create an understanding of the organization's KM resources and articulate the role of knowledge in 

value creation and comprise many integrated projects or activities. And also, the strategic value of 

knowledge should be addressed, focusing on the uniqueness and use of knowledge (Al-Khouri, 

2014).  

It is also important to articulate the purpose of the KM strategy; the benefits the organization 

expects to gain from their work with KM and how it will affect the employees' work and closely 
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align KM strategy with business strategy (Butler & Ciaran, 2007). Therefore, it's important to 

identify critical functions and key knowledge that is required for KM activities. At the same time 

aligning of organizational strategy with KM strategy for successful implementation of KM process 

is equally important. 

According to Omotayo (2015), the support of the top management and collaboration and 

communication between employees are also important for KM process. In many countries', KM 

initiatives have failed due to the ineffective communication process and means to share knowledge 

in the organization. According to Omotayo (2015), the Human Resource function should give more 

importance on top management to encourage processes that will supports cross-boundary learning 

and sharing across the organization. Moreover, Omotayo (2015), also stressed that Human Resource 

Management (HRM) practices can also impact on workers‟ attitudes towards and participation in 

KM activities which are important to build KM supportive culture, organizational structure and 

build collaboration. In addition to that lack of awareness of KM in public sector has been one of the 

many challenges that organizations are facing today (Cong & Pandya, 2003). 

Identifying and retaining key employees is also an equally important element that should be 

considered. In other words, staff turnover means an inevitable leakage and loss of knowledge 

(Omotayo, Knowledge Management as an important tool in Organisational Management. A review 

of literature, 2015). The importance of people and culture is the bedrock for successful KM and 

studies show that cultural barriers are the most delicate and sentimental problems to resolve 

irrespective of various efforts in integrating with IT. According to Cong & Pandya (2003), getting 

an organization‟s culture (including values and behaviours) „right‟ for KM is typically the most 

important and yet often the most difficult challenge. The building of a culture that encourages 

sharing of knowledge is cruicial as knowledge is something that is locked in people's brain and 

employees cannot be forced to share it. Employees are competitive in nature due to various other 

reasons such as failure to provide equal employment opportunities and compensating for it are one 

of the many reasons why employees inclined to hoard knowledge (Omotayo, Knowledge 

Management as an important tool in Organisational Management. A review of literature, 2015). 

Butler & Ciaran (2007), stated that addressing people and cultural barriers are argued as the key 

factors in knowledge sharing.  

Even though new employees bring new knowledge and experience with them sometimes 

organizations fail to tap this rich reservoir of information. Omotayo (2015), stated that when 

employees leave, the focus should not be making sure the employee does not take company cars 

identity card with him/her rather concentrate on extracting as much knowledge as possible. Efforts 

should be made towards documenting invaluable critical knowledge from top level experts and key 

employees, before they leave the organizations. And also determining key employees and finding a 

way of retain them in order to preserve the knowledge wealth (their knowledge and expertise) is 

also important. Omotayo (2015), suggested conducting an exit interview to retrieve information and 

knowledge when employee leaves the organization.  

Butler & Ciaran (2007), stressed that rigid structures are argued to encourage behaviours in which 

employees are rewarded for hoarding information by creating issues of trust. Butler & Ciaran 
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(2007), also suggested team based and self-organizing organizational structures as most effective 

for this purpose.  

KM initiative to be successful an attractive incentive schemes including financial and non-financial 

components should be created. Therefore aligning of compensation strategy with KM approach 

should also be emphasized.  According to Omotayo (2015), knowledge repositories (such as lessons 

learned, best practices, planning documents, project proposals, marketing presentations, etc.) that 

contain databases of codified knowledge assets that are systematically organized to facilitate 

searching, browsing and retrieval is also essential for KM process. In addition to all these factors 

Omotayo (2015), emphasized on implementation of mentoring and coaching program is important. 

At the same time creation and adoption of knowledge map to facilitate formal and informal sharing 

of knowledge from more experienced to less experienced employees.  

Moreover, evaluation and feedback system is essential for KM process (Al-Khouri, 2014). 

Evaluation can be done informally by talking to people about how best practice is shared within the 

organization and can use other scientific tools to measure outcomes of KM initiatives.  

According to Al-Khouri (2014), there are different focus areas, in common KM practices adopted in 

the various countries. The table depicts these focus areas. 

Focus area Description 

Customer knowledge Developing deep knowledge sharing relationships. 

Understanding the needs of customers. 

Articulating unmet needs 

Identifying new opportunities. 

Knowledge enhanced products or services Knowledge embedded n products. 

Surround products with knowledge, eg: User guides and 

enhanced knowledge intensive services 

Knowledge in people Knowledge sharing fairs. Innovation workshops. Expert and 

learning networks. Communities of knowledge practice. 

People focused programs aim to continually improve 

workforce skills through development. 

Organizational memory Knowing what an organization knows, over space and time, 

eg: Sharing best practices or recording lessons learned. 

Directories of expertise. Online documents, procedures and 

discussion forums. Intranet 

Knowledge in processes Embedded knowledge into business processes and 

management decision making. 

Knowledge in relationships (Stakeholders) Improving knowledge flows between suppliers, employees, 

shareholders and community..etc by using this knowledge to 

inform key strategies. 

Knowledge assets (business environment 

insights) 

Systematic environmental scanning, including political, 

economic, technology, social and environmental trends. 

Competitor analysis. Market intelligence systems. 

Table: 2.5.1: Focus areas in knowledge management practices 
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3. Critical analysis and recommendations for Knowledge Management in

Maldives Civil Service 

3.1 Perceptions about Knowledge Management in Civil Service 

Knowledge Management (KM) by theory may be a new concept for Maldives civil service. 

However, the survey conducted to analyze the current KM initiatives undertaken by civil service 

organizations shows that 53% of respondents believe that their organizations consider knowledge as 

an important asset while the remaining 47% believe that their organizations do not consider or 

somewhat consider knowledge as a valuable asset. And also, 61% of employees agree that KM in 

civil service is important as it helps in decision making and it improves organizational 

effectiveness. The Table 3.1.1 below shows perception about the importance of KM to civil service.  

Perception Percentage 

It helps decision making and improves organizational 

effectiveness 

61% 

It gives access to knowledge and expertise 12% 

It retains knowledge in-house 4% 

It helps employee development 15% 

Not aware of what KM is about 8% 

Table 3.1.1: Perception about the importance of KM to civil service 

According to 29% of respondents, civil service organizations do not give much importance to KM 

and knowledge retention, and this is supported by 54% respondents who believe that organizations 

need better KM programs. However, the survey also shows that only 17% of organizations use KM 

techniques to manage implicit and explicit knowledge in civil service. This means civil service 

organizations consider knowledge as a valuable asset and it helps them to take better-informed 

decisions. The Table: 3.1.2 below shows the current status of KM in civil service.  

Status Percentage 

Not give much importance for knowledge retention and knowledge management 29% 

We use KM techniques to manage implicit and explicit knowledge 17% 

We are in need of KM program 54% 

Table 3.1.2: Current status of KM in civil service 

3.2 challenges for KM initiatives in civil service 

Application of KM in Maldives is not very widespread. The efficiency of KM depends on capacity 

of human capital that can disseminate knowledge quickly in the organization. According to the 

literature review, top managers would require conducting programs and awareness sessions for 

educating employees on how to use KM effectively and incorporating its usage for the successful 

implementation of KM process (Yuen, Overview of Knowledge Management in the Public Sector, 

2007).  The survey results show that, lack of time to share and manage knowledge is the main 

challenge for KM in civil service. Meanwhile 42% of respondents rated insufficient management 
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policies for KM and 40% who responded lack of awareness about the importance of KM, as the 

main challenges for KM in civil service. Moreover 30% of respondents rated lack of reward (such 

as appreciation, promotion) for knowledge transfer and 23% rated fear of losing career development 

/ training opportunities while 22% of respondents rated the culture of the organizations towards KM 

are some of the many reasons why employees resist sharing knowledge. Table 3.2.1 shows the 

reasons why employees resist to share knowledge. 

 

Reasons Percentage  

Lack of time for sharing knowledge 44% 

Inefficient management policies 42% 

Fear of losing career development / training opportunities 23% 

Lack of awareness and importance of KM 40% 

Activities that employees have to carry out to manage knowledge 6% 

Lack of management trust and support 26% 

The culture of the organization towards KM 22% 

Lack of reward (such as appreciation, promotion) for knowledge transfer 30% 

Fear of losing knowledge power 7% 

No medium to share knowledge 14% 

Table 3.2.1: Reasons for resistance in sharing knowledge 

 

 The above factors are supported by 33% of respondents who agree that supervisors give more 

importance to get the work done rather than retaining and sharing knowledge. 23% of respondents 

who agree that lack of reward are the main reason why employees do not give importance to share 

knowledge that they have gained in years of hard work. Employees are competitive in nature due to 

various other reasons. Such as organization's failure to provide equal employment opportunities, 

lack of advance career opportunities, and job security are some of the many reasons why employees 

inclined to hoard knowledge (Omotayo, Knowledge Management as an important tool in 

Organisational Management. A review of literature, 2015).  Survey shows that 16% of the 

respondents agree that lack of career development opportunities, existing employees are not willing 

to share their knowledge with current or new employees followed by 14% of respondents who say 

employees do not share knowledge as others (supervisors, colleagues, management) take credit for 

their years of hard work and experience. 

According to literature review an attractive incentive scheme including financial and non-financial 

components should be created for KM initiative to be successful. Additionally aligning of 

compensation strategy with KM approach should also be emphasized. Poor reward system (either 

financially or non-financially) in Maldives civil service is also one of the main challenges for KM. 

Only 11% of employees strongly agree, and 26% agree that they are rewarded for the knowledge 

they have gained from their years of experience and hard work.  

In KM, the emphasis is highly made on managing implicit knowledge; however survey shows that 

managing explicit knowledge is also a challenge for civil service. 56% of respondents said that they 

take hours to get relevant documents, or to clear anything about existing documents while 17% state 
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that they take only a few minutes and 30% state that sometimes they take more than a week and 

have to ask from the people around. 

The support of the top management and collaboration and communication between employees are 

equally important for KM process. In many countries' KM initiatives fail due to the ineffective 

communication process and means to share knowledge in the organization (Omotayo, Knowledge 

Management as an important tool in Organisational Management. A review of literature, 2015). 

Lack of management support is another main challenge for KM in civil service. According to 49% 

of the respondents, senior management considers KM is crucial but hardly supports it and according 

to 12% of the respondents, the time and resource spent on KM are a waste and hardly bothers for 

KM. However, 28% agree that senior management considers knowledge as a valuable asset that 

needs to be harnessed for the betterment of the organization.  

The culture of the organization is also one of the main factors that affect KM in civil service. 

According to Cong & Pandya (2003), the importance of people and the culture is the bedrock for 

successful KM and studies shows cultural barriers are the most challenging and sentimental 

problems to resolve. 27% of respondents rated lack of motivation towards the organizations, and 

23% rated lack employee participation and employee involvement as main cultural barriers. Figure 

3.2.2 shows cultural barriers for KM in civil service. The main reason why most of the people work 

in civil service is due to their intrinsic motivation, however in some cases, only intrinsic motivation 

is not sufficient to deliver higher quality service.  

Barriers Percentage  

Lack of participation 23% 

Professionals not willing to share their knowledge 9% 

Lack of trust 8% 

Lack of motivation towards the organization 27% 

Lack of training 24% 

Knowledge sharing is not part of your job 8% 

Other 2% 

Table 3.2.2: Cultural barriers for knowledge management in Maldives civil service 

3.3 KM initiatives in Maldives civil service  

Studies show many government organizations worldwide consider document management systems 

as an essential application, online discussion forums and various other tools to overcome the 

problems of information accessibility and manage implicit knowledge. Even though KM is a new 

discipline for civil service, there are some initiatives undertaken by civil organizations. Staff 

meetings, awareness sessions, workshops, lectures, common file sharing system,  (digital or hard 

copy files), Formal Training and HRD activities and email, memo, brochures, videos, presentations 

are the main techniques used by Maldives civil service for KM. Table 3.3.1 shows techniques use 

for knowledge management in civil service.  
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Techniques Percentage 

Formal Training and HRD activities 35% 

Knowledge café (a way to have a group discussion, to reflect, and 

to develop and share) 

7% 

Learning Review (a technique used by a project team to aid team 

and individual learning during the work process. 

10% 

Employee coaching / mentoring 22% 

Storytelling 7% 

email, memo, brochures, videos, presentations 30% 

Common file sharing system (digital or hard copy files) 37% 

Staff meetings, awareness sessions, workshops, lectures 40% 

KM software / document management software / other software 6% 

Online discussion forums 4% 

Intranet portals 14% 

Social media / website 15% 

Templates, outlines, document models or format guidelines, SOPs 17% 

Does not use any of the above technique to manage knowledge 12% 

Table 3.3.1: Techniques use for knowledge management in Maldives civil service 

 
Knowledge assessment is an important part of the success of KM initiatives. According to 61% of 

the respondents, organizations do not assess knowledge, while 21% agree that knowledge in their 

organization is assessed by employee performance rate. Table 3.3.2 below shows how organizations 

assess knowledge. 
 

Assessment methods Percentage 

Written feedback 9% 

Productivity rate / employee performance 21% 

Benchmarking 2% 

Surveys / Questionnaire 5% 

Does not assess the knowledge 61% 

Other 2% 

Table: 3.3.2: Knowledge assessment methods use in Maldives civil service. 

 
 
In order to improve KM in civil service, 30% of the respondents say that management should 

consider KM as a high priority and 23% states, a fair reward system is also essential for the 

successful implementation of KM initiative. Table: 3.3.3 shows the opinions of respondents to 

improve KM in civil service organizations.  
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Recommendations Percentage 

Reward employees for sharing of knowledge 23% 

Management to consider KM as a high priority 30% 

Build trust between management and employees 13% 

Help employees to build their career 13% 

Retention and motivation of key employees 9% 

Allocate sufficient funds and time to implement KM initiatives 8% 

Increase and enrich the content of knowledge as much as possible 4% 

Table: 3.3.3 Recommendations to improve KM in civil service organizations 

3.4 Recommendations and Way forward 

 Develop knowledge management policy and strategy for civil service and align with the 

organizational business strategy of different ministries and departments (based on the 

organizational objectives and key functions of each ministry).  

 Identify “core knowledge” and “enabling knowledge” areas based on key functions and 

organizational business strategy. 

 Develop specific knowledge development program for civil service, and specific working 

groups to enhance knowledge diligently and consciously by building conducive work 

environment  

 Top management to understand the importance of KM and provide maximum support for 

KM initiatives by considering it as a higher priority 

 Conduct KM awareness programs for educating the civil servants on how to use KM tools 

effectively and incorporate its usage into existing work practices. 

 Introduce various KM tools such as document management systems, online discussion 

forums and integrating information technology by minimizing employee resistance to 

change. Employee resistance to change must be addressed diligently and sentimentally as 

new work practices, new ways of processing and performing tasks would be introduced for 

KM 

 Build a KM supportive culture and organizational structure which improves collaboration 

between work processes and improve communication between employees and management. 

Traditional hierarchical structures in the public sector and the culture embedded in public 

sector organizations have been potential causes to hinder the success of KM. Therefore team 

based and self-organizing organizational structures are recommended for successful KM 

implementation. 

 Retain and develop human capital by implementing various retention strategies and making 

employees more loyal and committed. 

 Conduct exit interview to retrieve maximum information and knowledge from employees 

who leave the organization 

 Implement evaluation and feedback system and scientific tools to assess organizational 

knowledge and effectiveness of KM initiatives. 
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4. Conclusion

This paper presented an overview of KM initiatives and trends in Maldives civil service. This study 

concludes that KM system in Maldives civil service is not effective and requires systematic and 

policy level changes though organizations value knowledge as an important asset. Survey data also 

shows barriers to successful KM initiation are largely from lack of awareness and lack of time and 

absence of KM policies. The lack of time may be due to lack of awareness about the importance of 

KM. The challenges for KM initiation can be addressed by formulating better KM policy and 

strategy and by conducting KM learning programs and most importantly by using KM as a key 

driver towards increasing productivity and building trust in  Maldives civil service. 
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 4ކަރދުާސް

ކރުމިތަލިާ  މޤަމާތުކަށަް ދރަޖައަގިެ  އގެޒްކެޓެވިް ގެ ސރަވސިް ސވިލިް ދވިހެި
ހށުހަޅެނުް  އމިތްޚިނާއެް ފރަތާތްކަށަް 

ޑރ. ޝޒީާ ޢަލީ
ޑިރެކްޓަރ ޖެނެރަލް އޮފް ހެލްތް ސަރވިސަސް

ް މިނިސްޓްރީ އޮފް ހެލްތް

އބެސްޓްރްކެޓްް 
މަޤާމުތަކަކީ  ދވިެހި ސިވިލް ސަރވިސް ގެ އެގްޒެކެޓވިް ދަރަޖައިގެ 

އުފުލަނޖްެހޭ  (މަތި މޤަާމުތަކަކީ ފެށިގެން އިން 1. އެކްސް.އީ)

މަސްޢޫލއިްޔަތުތއަް ބޮޑު އދަި ނަގަން ޖެހޭ ޒިނމްާތައް ގިނަ 
މއުައްޒަފުން ހޮވުމަށް ވީހިނދު، މިފަދަ މަޤާމުތަކަށް މަޤާމުތަކަށް

ނެގުމުން މަޤާމަށް  މިހރާު އަމަލު ކރުާ ޢުޞޫލގުެ ދަށުން މުއައްޒަފުން
ނާޤާބިލް ފަރާތްތައް ހޮވުމުގެ ފުރުސަތު އެކަށީގެން ނުވާ ފެންވަރުގެ، 

އެހެނީ ތަޢުލީމާއި ތަޖުރިބގާެ ގޮތުން ވަކި މަޤމާަކަށް . އޮވެއެވެ
ޝަރުތު ފުރިހަމަވެ އިންޓަރވިއއުިން ފާސްވާ ހރުިހާ ފަރާތްތަކަކީ 

ކޮނމްެހެން އެފަދަމަޤާމެއްގެ މަސްއޫލއިްޔަތުތައް އަދާކުރުމަށާއި 
ޙިލމްއާި ހުނރަު ލިބިފައިވާ  އެކަށީގެންވާ  ޒިނމްާތައް އުފުލުމަށް

ފަރާތްތަކއެް ކަމުގައި ނވުަތަ އެފަދަ މަޤާމަކަށް ޤބާިލު ފރަާތްތަކެއް 

މިފަދަ ފަރާތްތއަް އެގްޒެކެޓިވް ދަރަޖައިގެ . ކމަުގައިވެސް ނުވާތީއެވެ
ލިއްޔަތުތއަް އުފުލއަި، ޒިނމްާތައް މުގެ މަސްޢޫމަޤާމުތަކަށް ހޮވުމުން މަޤާ

ދަށުން  ޖެހި، ގިނަ ދަތިތަކަކާއި ކރުިމަތިލާންއދަާކުރުމުގއަި ވަރަށް 
ވެރިންނަށް އަދި ، މަސައްކަތް ކރުާ މުއައްޒަފުންނަށއާި

މުއައްސަސއާަށްވެސް އެދެވިގެނވްާ އެހީތރެިކަމެއް ފރޯުކޮށއެް ނުދެވެ 
.އވެެ

މގިޮތަށް މިކަން ހިނގިޔަ ނދުިނުމަށްޓަކައި ދވިެހި ސިވިލް ސަރވިސްގެ 

މަޤާމަކަށް ހޮވޭ ފަރާތަކީ މިފދަަ މަޤާމެއް  އެގްޒެކެޓވިް ދަރަޖައިގެ
މިކަން . ފރުުމަށް އެކަށޭނަ ފަރާތެއްކަން ކަށަވރަުކުރަން ޖެހެއވެެ

ހޮވޭ  މަޤާމުތަކަށް ޙާޞިލް ކުރުމަށްޓަކއަި އެގްޒެކެޓވިް ދަރަޖައިގެ

ފަރާތްތަކަކީ އިމްތިޚާނަކުން އދަި އިންޓރަވިއު އަކުން ފާސްވެގެން 
.ހަމަޖެއްސުން މުހިންމެވެ ކަމުގއަިހވޮޭނެ މުއައްޒަފުން 

ގައި ބައިވެރިވުމގުެ ޝަރުތުތަކގުެ ތެރޭގައި މގިޮތުން ދވެޭނެ އިމްތިޚާނު

މޯލްޑިވްސް ކޮލިފިކޭޝަން އޮތޯރިޓީ އިން  ދިވެއްސެއް ކަމުގައިވުން،

ދަށްވެގެން ، ގބަޫލުކުރާ މާސްޓަރސް ލވެެލގްެ ތަޢުލމީއެް ހދޯާފައިވުން
ވިލް ސަރވިސްގެ މަގާމެއްގއަި މަދުވެގެން ސި  ދަރަޖައިގެ 4އެސް.އމެް

03ތިން އަހރަު ދުވަހުގެ މަސައްކަތު ތަޖުރިބާ ހޯދާފައިވުން، އުމުރުން 

އދަި މިނޫންވެސް ބައެއް އެހެނިހެން ޝަރުތު ، އަހރަު ފުރިހަމަވެފައިވުން 

މިއިމްތިޚާނުގައި  ތިން ކަރުދާހުގެ މައްޗަށް އެކުލވެޭނެ. ހމިެނެ އެވެ
ފުރަތމަަ ކަރުދާސް . ފަހަރު އވެެ 5ރިވެވޭނީ ގިނަވެގެން ބައިވެ 

ދެވަނަ ކރަުދާސް . އެކުލެވިގެންވާނީ އާއްމު މއަުލޫމާތގުެ މއަްޗަށެވެ
އެކުލެވިގެންވާނީ ދިވެހި ރާއްޖޭގައި ހަދާފައިވާ ޤާނޫނުތަކާއި 

އަދި  ތިންވަނަ ކަރދުާހަކީ ޙިލްމއާި ހުނަރު. ޤަވާއިދުތަކގުެ މައްޗަށެވެ

މިންވަރު ދެނގެަނެވޭނެ ގޮތަކަށް  ޙިކްމަތްތެރިކަން ހރުި
މި ތިން ކރަދުާހުން ވަކިވަކިން . ފރަމުާކުރެވިފައިވާނެ ކރަދުާހެކެވެ

އިންޓަރވިއުގައި ބެލޭނީ މަޤާމަށް . ފާސވްާންޖެހޭނެ އެވެ
.ކރުިމަތިލާފރަާތުގެ ޤބާިލްކަން ހުރިހގާޮތަކުން ހރުި މިންވަރެވެ

ފަރާތަކީ ޢިމްތިޚާނުންނާއި ހޮވޭނެ  މަޤާމަކަށް ދަރަޖައިގެ އެގްޒެކެޓވިް

.އިންޓަރވިއުއިން އެނމްެ މަތިން ޖުމްލަ މާރކްސް ހޯދާފރަާތެވެ

ވެފައިވާ ދަތިތަކަށް ހައްލއެް މގިޮތަށް މުއައްޒަފުން ހޮވމުުން މިހާރު ދިމާ 
މަޤާމަށް އެކަށީގެންނވުާ ފަރާތްތއަް އިސް މަޤާމުތަކަކަށް ، ބިލްލބިި، ނާޤާ 

އެގްޒެކެޓިވް  ގެ  ސަރވިސް ސިވިލް  އދަި ދވިެހި . އެވެނުހވޮޭނެ 
މަޤާމުތއަް ފުރާ ވެރިންނަކީ ޢިލމްީ، ތަޖްރބިާކާރު، ކމަަށް  ދަރަޖައިގެ

އަދި އެފަރާތްތަކއާި މދެު ދިވެހިންނަށް ، ޤބާިލު، ހުނަރުވެރި
.ފޚަުރުވެރިވެވޭނެ ފަރާތްތަކެއް ކމަުގައި ވާނެއެވެ
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 : ތއަރާަފް .0

 މތަި  ފެށގިެން އިން 1. އެކްސް.އީ) މަޤާމުތކަަކީ ދަރަޖއަގިެ އެގްޒެކެޓިވް ގެ  ސަރވިސް ސިވިލް ދވިެހި

. މަޤާމުތކަެކވެެ ގިނަ ޒިންމާތއަް ޖެހޭ ނގަަން އަދި  ބޮޑު މަސްޢޫލއިްޔަތުތއަް އުފުލަންޖެހޭ( މަޤާމުތކަަކީ

މަޤާމގުެ މަސއްޫލިއްޔަތު އަދާކޮށް އެހެންކަމުން މިފަދަ މޤަމާތުކަަށް ހވޮާ މއުައްޒަފުންނަކީ އެ މއުައްޒަފުނގްެ 
ނަމަވެސް، . އުފުލޭފަދަ ލަޔާޤަތާއި ޤާބިލުކަންހުރި މއުައްޒަފުންނަށް ހެދުމަކީ ނުހަނު މހުނިމްު ކަމެކވެެ ޒިންމާތއަް

 ނގެުމުން މއުއަޒްަފުން ދަށުން ޢުޞޫލގުެ ކުރާ އމަލަު މިހާރު ހވޮުމަށް މއުއަޒްަފުން މޤަމާުތަކަށް ގިނަ މިފަދަ

 ތަޢުލމީއާި  އެހެނީ. އވޮެއެވެ  ފުރުސަތު ހވޮުމގުެ ފަރާތްތއަް ނާޤާބިލް ފެންވަރުގެ، ނވުާ އެކަށގީެން މަޤާމަށް

 ފަރާތްތަކކަީ  ހުރިހާ ފާސްވާ  އިންޓަރވިއުއިން ފުރިހަމަވެ  ޝަރުތު މަޤާމަކަށް ވަކި ގޮތުން  ތަޖުރިބގާެ

 ޙިލްމއާި އެކަށީގެނވްާ އުފުލުމަށް ޒިންމާތއަް އަދާކުރުމަށއާި މަސއްޫލިއްޔަތުތައް ދަމަޤާމއެގްެއެފަ ކޮންމެހެން

 ކަމުގައިވެސް ފަރާތްތަކއެް ޤާބިލު މަޤާމަކަށް އެފަދަ ނުވަތަ ،ކަމުގައި  ފަރާތްތަކެއް ލިބިފއަވިާ ހުނަރު

 . ނުވާތީއެވެ

 އުފުލައި، މަސްޢޫލއިްޔަތުތއަް މަޤާމގުެ ހވޮުމުން މަޤާމުތަކަށް  ދަރަޖައިގެ އެގްޒެކެޓިވް ފަރާތްތއަް މިފަދަ

 ކުރާ މަސައްކަތް ދަށުން ޖެހި، ކުރިމަތިލާން ދަތިތަކަކާއި  ގިނަ ވަރަށް އަދާކުރުމގުައި  ޒިންމާތއަް

 .އެވެ  ނުދވެެ ފޯރުކޮށއެް އެހީތެރިކަމއެް އެދެވިގެނވްާ މއުައްސަސއާަށްވެސް އަދި ވެރިންނަށް  މއުއަޒްަފުންނަށާއި،

  

 ދަރަޖައިގެ އެގްޒެކެޓިވްކުރވެިދާނެ ކަންތައްތކަުގެތެރޭގައި  ނުދިނުމަށްޓަކއަި ހިނގިޔަ  މިކަން މގިޮތަށް

ފާސވްގެެން މެނވުީ  އަކުން އިންޓަރވިއު އަދި ވަކި ފެންވަރެއްގެ އިމްތިޚާނަކުން ފަރާތްތަކަކީ  ހވޮޭ މަޤާމުތަކަށް
ގއަި މގީެ އިތުރުން ބަލާ ކަންތައްތަކުގެތެރޭ .ހަމަޖެއްސުން ހިމެނެއެވެ ކަމުގއަި މއުއަޒްަފުން ނުހވޮޭނެ

ގެ މއުްދަތު ފަދަ ކނަް މަސއަްކަތުގެ އަމަލީ ތަޖުރިބާ، 1ހާޞިލުކޮށްފއަވިާ ސަނަދގުެ ގްރޭޑް ޕއޮިންޓު އެވްރެޖއާި
ހިމެނއެވެެ. ނަމވަެސް މިކަރުދާހގުއަި މި ހުށަހަޅނަީ އިމްތިޙާނއެްދިނުންކަމގުައި ވާތީ، ކަރުދާހގުއަި 

 އަލއިަޅުވާލެވިފައިވާނީ އިމްތިހާނެއް ދިނުމަށވެެ.  

ދުނިޔގޭެ ބައެއް ޤއަުމުތަކގުެ އިތުރުން ބޮޑެތި މއުައްސަސާތަކުގަވެސް މުހިންމު މަޤާމުތަކށަް މއުއަޒްަފުން ހވޮަނީ 
އިނގިރޭސި ވިލާތާއި، އިންޑިއާ، ޕާކިސްތާން އަދި ބްރޒެިލް  މިސާލަކަށް. މިފަދަ އިން ދވެޭ އިމްތިހާނަކުންނވެެ

ފދަަ ޖަމއްއިްޔާތަކަށް މއުއަޒްަފުން ހވޮުމަށވްެސް . ދ.އ ،އިތުރުން ފަދަ ޤއަުމުތަކގުެ ސިވިލް ސަރވިސްގެ
އަދި މުސްތަޤުބަލގުއަި މިފަދއަިން ދވެޭ އިމްތިޙާނުތައް ވާނީ އިތުރު ކަމށަް . މިފދއަިން އިމްތިހާން ދވެއެެވެ 

ނަކީ އެހާ ބއައެް ވޒަީފާތަކަށް މއުއަޒްަފުން ހވޮުމަށް ކަރުދާހއެގްއަި ޖަވާބު ލިޔެގެން ހަދާ އިމްތިހާ 2ބެލވެެއެވެ.
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މުހިންމު އއެްޗެއް ކަމަށް ނުބެލެވުނަސް، އިދާރީ މަސައްކަތްކުރާ މއުައްޒަފުން ހވޮުމުގއަި މއިީ އެ މުއައްޒަފުނގްެ 
 ޤާބިލުކަމާއި ގުޅޭގޮތުގެ ވަރަށް މުހިންމު މައުލޫމާތުތަކެއް އެނގޭނެ ވަޞީލަތެއް ކަމުގައި ދެކެމވެެ.  

 : މޤަޞްދަު  

 ހވޮޭ މަޤާމަކަށް ދަރަޖައިގެ  އެގްޒެކެޓިވް ސަރވިސްގެ ސިވިލް މަޤްޞަދަކީ ދވިެހިމި އިމްތިހާން ހުށަހެޅުމގުެ 

މަޤާމު ، ރިގާބިލު ކަން ހު މަޤާމއެގްެ ޒިންމާތަކއާި މަސްއޫލއިްޔަތު އުފުލޭ ފަދަ ކަމަށް ކުޅަދާނަ، މިފަދަ ފަރާތަކީ
ފަރާތްތއަް ވެރިންގެ މަޤާމުތަކަށް ހވޮުނަ އަދި ނާޤާބިލު . ކުރުމވެެ ކަށަވަރު ފަރާތއެްކަން ފުރުމަށް އެކަށޭނަ

 .   ނުދިނުމވެެ

  :މއަގިަނޑު  .6

 2015އޯގަސްޓު  10ލެވެލއްެއްގެ މަޤާމުތަކުގައި  26 އގެްޒެކެޓިވް ދަރަޖއަގިެ ސަރވިސްގެ  ސިވިލް ދވިެހި

 1036ޖުމްލަ މޤަާމގުެ އަދަދަކީ . މަޤާމު ވަނީ ހުސްކޮށވެެ 477އަދި . މއުއަޒްަފުން ހިމެނއެވެެ 559ގއަި 
 .އވެެ

އަދި  .މުއައްޒަފުން ހިމެނއެވެެ 323މި ދަރަޖއަިގައި . އިންނވެެ 1. އެކްސް.އެގްޒެކެޓިވް ލެވެލް ފެށެނީ އީ 
 16މި ދަރަޖއަިގައި . އެވެ  ZV7އެގްޒެކެޓިވް ލވެެލްގެ އެންމެ މަތީ ދަރަޖަ އަކީ . މގަާމު ވަނީ ހުހަށވެެ 303

 . ހުހަށވެެމަޤާމު ވަނީ  4އަދި . މއުއަޒްަފުން ހިމެނއެވެެ

ޖުމްލަ މަޤާމުގެ 
 އަދަދު

މވިަގުތު ހުސްކޮށް ހުރި 
 މަޤާމުގެ އަދަދު

މވިަގުތު ފުރަމުންދާ 
 މަޤާމުގެ އަދަދު

މަޤާމުގެ 
 ލެވެލް

 

626 303 323 EX1 1 
20 4 16 ZV7 2 

 

އަދި . ރ އވ8835ެެގެ އަސާސީ މުސާރަ އަކީ  1އެކްސް .މުސާރއައާި އެލަވަންސް ތަކަށް ބަލާއިރު އީ
. ރ އވ20500ެެއެގްޒެކެޓިވް ދަރަޖައިގެ އެންމެ މަތީ ލވެެލްގެ މުސާރައަކީ . ރ އެވ2000ެއެލވަަންސް އަކީ 

 އެހެން ލވެެލްތަކުގެ ތަފުޞީލު ތިރގީއަިވާ ތާވަލުގައި އެވަނީއެވެ.  .ރ އވ15000ެެއަދި އެލވަަންސް އަކީ 

މުސާރަ  އަސާސީ  އެލވަަންސް ޖުމލްަ   މަޤާމގުެ 
 ލެވެލް

 

 EX1 1 8835 ރ 2000 ރ ރ10835 

 ZV7 2 20500 ރ 15000 ރ ރ35500 
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 : އމިތްހިާން 1.0

 ފުރުމށަް  މަޤާމއެް މިފަދަ ފަރާތަކީ ހވޮޭ މަޤާމަކަށް ދަރަޖައިގެ އެގްޒެކެޓިވް  ސަރވިސްގެ  ސިވިލް ދވިެހި

 ދަރަޖއަިގެ  އެގްޒެކެޓިވް ކުރުމަށްޓަކއަި ޙާޞިލް މިކަން. ޖެހއެވެެ ކަށަވަރުކުރަން ފަރާތއެްކަން އެކަށޭނަ

ފަރާތްތަކަކީ ހަމއަެކަނި އެބައެއްގެ ތަޢުލީމއާި ތަޖުރިބގާއަި ހުރި ބަރުދަނއެގްެމައްޗަށް ބަލާފއަި  ހވޮޭ މަޤާމުތަކަށް
 ފާސްވގެެން މެނވުީ ނުހވޮޭނެ އަކުން  އިންޓަރވިއު އަދި އިމްތިޚާނަކުން  ހޮވާލވެޭ ފަރާތްތަކެއްގެ ބަދަލުގައި، މިއީ 

  .މުހިންމވެެ ހަމަޖެއްސުން ކަމުގއަި މއުއަޒްަފުން

  ތެރގޭއަި ހމިނެދިނާެ ކނަކްނަް:  ޝރަތުތުަކގުެ  ބއަވިެރވިުމުގެ އމިތްޚިނާގުއަި  ދވެޭނެ މގިތޮނުް 

 ިވުން  ރއަްޔިތެއްކަމުގއަި ދވިެހ. 

 ްފުރިހމަވަެފައިވުން  އަހަރު 30 އުމުރުނ 

 ްސަނަދެއް  ލެވެލްގެ  މާސްޓަރސް ގަބޫލުކުރާ  އިން އޮތޯރިޓީ ކޮލިފިކޭޝަން މޯލްޑވިްސ 

  ހާސިލްކޮށްފއަިވާ ފަރާތެއްކަމުގައި ވުން

 ްން މަދުވެގެ މގަާމެއްގއަި ސަރވިސްގެ ސިވިލް ދަރަޖއަގިެ 4. އެސް.އެމް ދަށވްގެެނ 
 ކަމުގައި ވުން  ހޯދާފއަިވާ ފަރާތއެް ތަޖުރިބާ މަސައްކަތު ދވުަހގުެ އަހަރު ތިން

 ެުލަޔާޤތަު  ފެންވަރއާި ޢިލްމީ ފަދަ ރވެޭއަދާކު ވާޖިބުތއަް މަސްއޫލއިްޔަތުތަކާއި  މަޤާމގ 

 .ކަމުގައވިުން ފަރާތއެް ހުރި އަޙްލގާް މަސއަްކަތުގެ އަދި

  ިނޑއަެޅިފައިވާ  ޙއަްދެއް  އިސްލާމްދީނގުައ  5ވޭތިވެދިޔަ  ކުރިކަން ކުށެއް  ކަ
 .ނުވުން ކަމގުއަި ފަރާތއެް ސާބިތވުެފައިވާ ޝަރީޢަތަށްރުދުވަހުގެތެރޭގައި އަހަ

 ީޢަމަލުކުރަންޖހެޭ  މަސައްކަތްތެރިން ފަންނގުެ އެ މަސައްކަތްތެރިއެއްނަމަ، ފަންނ 

ނޑާ ސުލޫކީ  ރުދވުަހުގެތެރޭގައިއަހަ 5ވޭތވިެދިޔަ  ޚިލާފުވެފައިވާކަމަށް މިނގްަ

 .ކަމުގައިނވުުން ފަރާތއެް ސާބިތވުެފައިވާ

 . ކރަދުާހއެގްެ މއަޗްަށެވެ 1މި އމިތްހިނާް އެކުލވެގިެނވްނާީ 

 ަމި ކަރުދާހުގއަި ހިމެނޭނީ . މއަްޗަށެވެ މައުލޫމާތުގެ  އއާްމު  އެކުލެވިގެނވްާނީ ރުދާސްކަ ފުރަތަމ
، ރއާްޖއެއާި ދުނިޔޭގެ ތާރީޚގުެ އިތުރުން، ޖޯގްރަފީ، ސައިންސް ދުނިޔޭގެ އަދގުެ މަޝްރަޚް،ރއާްޖއެއާި 
 .  މއާްދާތުކުން އެކުލެވިފައިވާ ސުވާލުތކަެކވެެ ފަދަ ތިމާވެށި، އިކޮނޮމިކްސް 

 ަޤވައާިދުތަކުގެ ޤާނޫނުތަކާއި  ހަދާފއަވިާ ރާއްޖޭގައި  ދވިެހި އެކުލެވިގެނވްާނީ ކަރުދާސް ދވެަނ 

މިކަރުދާހުގައި ހިމެނޭނީ ދވިެހިރއާްޖގޭެ ޤާނޫނުލް ޢުޣޫބާތގުެ އިތުރުން ދވިެހި ސިވިލް . މއަްޗަށވެެ
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އި ގެ ޤާނޫނާދަޢުލަތގުެ މާލއިްޔަތު ވަޒީފއާާއިބެހޭ ޤާނޫނއާި، ދިވެހި  ސަރވިސްގެ ޤާނޫނއާި،
މިޤާނޫނުތަކގުެދަށުން އެކުލަވާލާފއަވިާ ޤަވާއިދުތަކއާި މިފަދަ މުހނިމްު ޤާނނޫތުަކއާި ޤވައާިދުތަކުގެ 

ނޑގުޮތުގައި ބިނާކުރެވޭ ސުވާލުތަކެކވެެ  . މއާްދާތކަުގެ މައްޗަށް މައިގަ

 ަގޮތަކަށް ނެވޭނެދެނގެަ މިންވަރު ހުރި ޙިކްމަތްތެރިކަން އަދި ހުނަރު ޙިލްމާއި  ކަރުދާހަކީ ތިނވްަނ 

އަދި  އިޢުލާނު، މިކަރުދާހުގައި މޒަުމޫނު، ސިޓީ، ރިޕޯރޓު، ޚަބަރު  .ކަރުދާހެކެވެ މާކުރވެިފައިވާނެފަރު
ހިލްމއާި ހިކުމަތްތެރިކަމއާިއެކު  ،ނޯޓު ލިޔުމއާި، ދޭހަ ކުރުމުގެ އިތުރުން، ހާސިލުކޮށްފައިވާ އިލްމެއް

  .  ބޭނުންކުރުމުގެ ޤާބިލުކަން ލިބިގެންވާ މިނވްަރު ދެނެގަނވެޭނެ ފަދަ ސވުާލުތައް ހިމެނޭނެ އެވެ 

ވަކިވަކި ކަރުދާހުގައި . ފާސްވެގެންނވެެ ވަކިވަކިން ކަރުދާހުން އިމްތިހާނުން ފާސވްި ކަމަށް ބެލވެޭނީ ތިން މި
ނަމވަެސް އެއއްަހަރުދުވަހގުެތެރޭގައި ތިން ކަރުދާހުން ފާސވްާ ފަރާތްތަކަށް ލބިޭ . ނެއެވެވަކިވަކިން ބައިވެރި ވެވިދާ

 . ޖުމްލަ މާރކްސް ގިނވަާނެއެވެ 

  

މި އިމްތިހނާގުެ އއެް ކަރުދާހުގައި އެންމެ ގިނވަގެެން ބައިވެރިވެވޭނީ . އިމްތިހާނު އޮންނާނީ އަހަރަކު ދެފަހަރު އވެެ

 . ފަހަރު އވެެ 5ޖުމްލަ 

 

ކަރުދާހގުެ މއަްޗަށއްެކުލވެޭ އިމްތިހާނގުެ އިތުރުން އގެްޒެކެޓވިް ލވެެލްގެ މަޤާމުތަކަށް ކުރިމަތިލާ ފރަތާްތަކަށް  3މި 
 ހުރިހގާޮތަކުން ޤާބިލްކަން ކުރިމަތިލާފަރާތގުެ މަޤާމަށް ބެލޭނީ  އިންޓަރވިއުގއަި. އިންޓަރވިއުއެއްވެސް ދވެޭނެއެވެ

 އެންމެ އިންޓަރވިއއުިން ޢިމްތިޚނާނުްނއާި ފަރާތަކީ ހވޮޭނެ މަޤާމަކަށް އގިެދަރަޖަ އެގްޒެކެޓިވް . މިންވަރވެެ ހުރި

  .ހދޯފާަރާތވެެ މާރކްސް ޖުމްލަ މަތިން

 

މއިިމްތިހާނުން ފާސވްާ ފަރާތްތަކަށް އެހެން ޝަރުތުތއަް ފުރިހަމވަާނަމަ އެގްޒެކެޓވިް ލެވެލގްެ ކޮންމެ 
އެގްޒެކެޓިވް ލެވެލް ގެ އެއް ލެވެލް އިން އަނެއް ލެވެލް އަށް އަދި . މގަާމަކަށވްެސް ކުރިމަތިލވެިދާނއެވެެ

ދއިުމަށްޓަކާ މި އިމްތިހާނުން ކުރިން ފާސވްެފައިވާ ފަރާތްތަކަށް ދވެަނަ ފަހަރަށް އިމްތިހާން ހަދާކަށް ނުޖހެނޭެ 
 . އވެެ

 

 : ކރުމިތަލިނާް ބނޭނުް ފރަތާތްކަށަް ދވެނޭެ ތމަރްީން 1.6

އިންސްޓިޓއިުޓް ފަދަ މަރުކަޒުތަކުގައި މި އިމްތިހާނގުެ ތިން ކަރުދާހަށްވެސް ސިވިލް ސަރވިސް ޓްރެއިނިނގް 
މގީެ އިތުރުން މިފަދަ . ތައްޔާރުކުރުމުގެ ގޮތުން ދެވޭ ތަމްރީން ޕްރޮގްރާމްތއަް ކުރިއަށް ގެންދވެޭނެއެވެ

ގެ ޕްރޮގްރާމްތއަް ވެސް މަރުކަޒުތަކުގއަި އިންޓަރވއިު އިން ރަނގަަޅު ނަތީޖއާއެް ހޯދުމަށް ބއަިވެރިން ކޯޗު ކުރުމު
 . ހިނގްޭނއެވެެ
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 : މއުއަޒްފަނުންށަް ހރުި ފއަިދާ 1.1

މިމަޤާމުތކަަކީ ނުހަނު މަސައްކަތް ކޮށް އިމްތިހާނަކުން އަދި އިންޓަރވިއުއަކުން ފާސްވެގެން މެނވުީ ނުހވޮޭނެ 
ރަނގަޅު މަޤާމުތަކއެް ކަމުގައި މަޤާމުތަކއެް ކަމުން އެގްޒެކެޓިވް ލވެެލްގެ މަޤާމުތކަަކީ މުސާރއައާި އިނާޔަތްތައް 

 .ފަޚުރވުެރި މަޤާމުތކަަކަށް ވާނެއެވެ، އަދި މި މަޤާމުތަކަކީ ކޮންމެ ދވިއެްސަކުވެސް ފުރުމަށް އެދޭނެ. ވާނެއެވެ

 

 މހިރާު އމިތްޙިނާދުވެޭ ބައއެް މޤަމާތުއަް: 4.1

 ރަށު  މގަާމުތަކަށާއި ޖެނެރަލގްެ ޑިރެކްޓަރ ކއަުންސިލްތަކގުެ އަތޮޅު މގަާމުތަކަށއާި ސެކްރެޓަރއީިންގެ  ޕަރމަނަންޓް
މއުއަޒްަފުން ހވޮަނީ އިމްތިހާނަކުންނވެެ. ނަމވަެސް މި  މގަާމުތަކަށް މިހާރވުެސް ޑިރެކްޓަރުންގެ ކއަުންސިލްތަކުގެ

 ކަރުދާހގުައި މި ހުށަހަޅަނީ މިފަދއަިން މިހާރު ދެވޭ އިމްތިހާނުތަކަށްވުރެން ފުރިހަމަ އިމްތިހާނެއް ދިނުމަށެވެ. 
 

  :ދއަލުތަނުް ކރުާ ހދޭަ  .1

ވަނަދވުަހު ނަގާފައިވާ ތަފާސް ހިސާބުތަކަށް ބަލާލއާިރު، ދައުލަތުން  6ވަނއަަހަރުގެ އޯގަސްޓު މަހގުެ  2015
( ހަތް މިލއިަން ތިން ސަތޭކަ ތިން ހާސް ދުއިސައްތަ ފަންސާސް ރުފިޔާ)ރ  7،303،250މަހއެގްެ މައްޗަށް 

 . މުއައޒްަފުންގެ މުސާރއައާި އެލވަަންސް ދިނުމަށް ޚަރަދު ކުރވެއެވެެއެގްޒެކެޓިވް ލވެެލްގެ 

. އެކެއްގެ ލެވެލްއެވެ. އެކްސް .މގީެތެރއެިން އއެް ލވެެލްއަކަށް އެންމެ ގިނަ އަދަދަކަށް ޚރަދަުކުރވެޭ ލެވެލްއަކީ އީ

ގއަި މަސައްކަތްކުރާ މއިީ އެގްޒެކެޓިވް ލެވެލް. މއުއަޒްަފުން ތިބެއެވެ 323މި ލެވެލގްއަި މަސައްކަތްކުރާ 
ތނިް )ރ  3،499،705މއަްޗަށް  މިމއުއަޒްަފުންނަށް މަހއެގްެ. އިން ސައްތަ އެވެ 57.8މއުއަޒްަފުންގެ 

މއިީ މި ދަރަޖއަިގެ . ޚަރަދުކުރވެެއެވެ( މިލއިަން ހަތަރު ސަތޭކަ ނވުދަހިަ ނވުަ ހާސް ހތަް ސަތޭކަ ފަސް ރުފިޔާ
 .  އިން ސއަްތައވެެ 47.9މއުއަޒްަފުންނަށް ޖުމްލަކޮށް ކުރާ ހޭދއަިގެ  559ލވެެލް ގައި މަސައްކަތްކުރާ  26

 

 : ދއަލުތަށަް ހރުި ފއަިދާ .4

ދއަުލަތް ހިނގްުމގުއަި ޝާމިލވްާ މއުއަޒްަފުންގެތެރއެިން ގިނަ އަދަދއެގްެ މުއައޒްަފުންނަކީ ދވިެހި ސވިިލް 
އަދި އެންމެ އިސް އއެް ދައުރު އަދާކުރާ  ސަރުކާރު ހިނގްުމުގެ އެންމެ މުހިންމު. ސަރވިސްގެ މުއައޒްަފުންނވެެ

މި މއުއަޒްަފުނގްެ ތެރެއިން ވެރިން ފެންވަރގުެ . ފަރާތަކީ ދވިެހި ސިވިލް ސަރވިސްގެ މއުައްޒަފުންނެވެ 
މއުއަޒްަފުންނަކީ ހިނގްުމުގެ ލަޔާޤަތއާި ޤާބިލުކަން ހުރި މއުއަޒްަފުން ކަމުގައި ހެދުމަކީ ހނިގްުމގުެ މަސައްކަތްތަކުގެ 
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މި ހުރިހާކަމަކީ ދއަލުތަް . ހަލވުިކޮށް ކަންކަން އވަަހަށް ހާސިލުކުރުމަށް މަގުފަހވިގެެންދާނެ ކަމެކވެެދުވެލި 
 . ޤއަުމު ކުރއިަރުވަން ދވެޭނެ ވަރަށް ބޮޑު ބާރަކަށް ވާނެ ކަންކަމެކެވެ ، ހިނގްުން ހަރުދަނާކޮށް

 : ނނިމްނުް  .5

 މިހާރު ހވޮުމުން މއުައްޒަފުން މަޤާމުތަކަށް މގިޮތަށްދަރަޖައގިެ  އެގްޒެކެޓިވް ސަރވިސްގެ  ސިވިލް ދވިެހި

މަޤާމުތކަަކަށް  އިސް ފަރާތްތއަް އެކަށގީެންނވުާ މޤަާމަށް ،ނާޤާބިލު ލިބި، ހައްލއެް ދަތިތަކަށް ދިމވާެފއަވިާ
 ޓިވްއެގްޒެކެ ގެ ސަރވިސް ސިވިލް ދވިެހި ހޮވުމަކީ ހަމަޔަޤީނުނވްެސް މހިރާަށްވުރެން ދަތިކަމަކަށް ވާނެއެވެ. އަދި

 ކަމަށް ރު،ތަޖްރިބާކާ ޢިލްމީ، ވެރިންނަކީ ދވިެހި ދައުލަތުގެ ދުވެލި ހަލވުިކޮށްދޭނެ ފުރާ މަޤާމުތއަް ދަރަޖއަގިެ

މީގެ އިތުރުން މިފަދަ މަޤާމަކީ ކޮންމެ ދވިއެްސަކުވެސް . ފަރާތްތަކއެް ކަމުގއަި ވާނެ އވެެ ހުނަރވުެރި، ޤާބިލު،
މިފަރާތްތއަް ވެގެން ދާނީ ދވިެހި މުޖްތަމއަގުއަި ޤަދަރުހުރި . ވާނެއެވެހޯދުމަށް ނުހަނު އެދޭ މޤަމާަކަށް 

 ފަޚުރުވެރވިވެޭނެ ދިވެހިންނަށް މިފަދަ މަޤާމު ފުރާ ފަރާތތްކަަކީ އެ ފަރާތްތަކާއިމެދު އަދި . ފަރާތްތަކއެް ކަމުގައެވެ

  .ވާނެއެވެ ކަމުގއަި ދވިެހި ދަރިންތަކއެް
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Introduction 

Employment Act in Maldives takes the form of rights conferred on the individual employee 

against his or her employer, administered by a specialized system of employment tribunal, 

charged with the task of interpreting and enforcing Employment protection legislation. The 

Act was ratified in 2008 and since then only 04 amendments were brought to the Act.
85

 

Despite several attempts made by the parliament to identify the current practical difficulties 

and any proposed amendments from its stakeholders, no further amendments have been 

brought to the Act.
86

 

The main purpose of the research is to highlight the practical difficulties of imposing the 

current Employment Act and new avenues that could be adopted by the Act for the 

settlements of disputes out of tribunal. These avenues has been successful and still ongoing in 

the developed countries including United Kingdom (UK) to settle disputes more informally 

within the parties themselves.  

The paper would begin with explaining the reasons for the establishment of employment 

tribunals and how the natural justice rules came in to place. The paper would then highlight 

how the employment rights were conferred to the employees prior to the Employment Act in 

Maldives and the changes that had been brought with the Employment Act in order to protect 

the rights of the employees. After that, the paper would look in to whether if there is any 

room for development of the Act in order to provide more rights to both employer and 

employee, by discussing the developments brought by the governments of UK to cater this 

need. The paper would conclude by analysing the current features of the Employment Act 

with the United Kingdom Employment Law by suggesting feasible necessary reforms that 

could accommodate to the need of its existence and to provide a flexible, effective and a fair 

labour market in Maldives 

 

 

                                                           
85

 Employment Tribunal of Maldives < http://www.employmenttribunal.gov.mv/dhi/qaanon.php> accessed on 
2

nd
 February 2016 

86
 www.mvlaw.gov.mv Accessed on 5

th
 of January 2016 

http://www.employmenttribunal.gov.mv/dhi/qaanon.php
http://www.mvlaw.gov.mv/
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Historical Development of the Tribunal and Natural Procedural Rules in UK 

Acceptance of International Labour Organization‟s (ILO) Recommendation No 119 on 

Termination of Employment in 1964 by United Kingdom was an influential factor for the 

development of the Unfair dismissal law in United Kingdom.
87

 The recommendation states 

that the termination of employment should not take place without backed by a valid reason.
88

  

The Labour government elected in 1964, set up a Royal Commission in 1965 with an 

objective to consider the relationship between the managements and the employees and the 

role of trade unions and employers‟ associations in promoting the interests in promoting their 

members in accelerating the social and economic advance of the nation, with particular 

reference to the law.
89

 The recommendations of The Donovan Report 1968 brought a massive 

revolution to the labour market of the UK. Particularly, giving the employee the rights to 

lodge complain for unfair dismissal, introduction of tribunals, changes to the remedies 

provided for the employees with regard to unfair dismissal claims, emphasizing the 

importance of satisfactory voluntary dismissal procedures and also stressed on the 

reasonableness of disciplinary reasons due dismissal could take place. 
90

 When turning in to 

pinpoint objectives of the introduction of the labour tribunals are wholly particular that, 

labour tribunals would be more suitable for providing easy access and speedy hearings of 

complaints. The commission report insisted that both reinstatement and compensation should 

be given as the avenues for the tribunal in providing remedies to the employees.
91

The 

tribunals should also have the right to review the reasonableness of the rules, depending on 

which the disciplinary actions were taken.
92

 

The importance of knowing the best practices in Developed Countries 

The political turbulence in 2003 has led to a great many changes in to the legal system of 

Maldives. The most dominant change include the new constitution that came in 2008 

conferring wide range of protections to the citizens of Maldives. Article 43 of the constitution 

states that “everyone has the right to administrative action that is lawful, procedurally fair, 

and expeditious” and also “everyone whose rights have been adversely affected by 

administrative action has the right to be given written reasons.” 
93

 These rights conferred 

                                                           
87

Deakin & Morris (n 1) 420. 

88
 ILO, „Recommendation 119 Of International Labour Organization, Termination of Employment 

Recommendation‟1963, Art (2) 1 

<http://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_INSTRUMENT_ID:312457

>  accessed 01
st
 September 2015 

89
David Cabrelli, Employment Law in Context Text and Materials (OUP 2014) 586. 

90
Royal Commission on Trade Unions (n 8) 

91
 Royal Commission on Trade Unions (n 8) 

92
 Royal Commission on Trade Unions (n 8) 

93
 Article 43 of the constitution of Maldives 

http://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_INSTRUMENT_ID:312457
http://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_INSTRUMENT_ID:312457
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from the new constitution has made a fundamental change to the employment relationships in 

Maldives.  

In Employment Law, Maldives follows a pattern well established in the systems of mainland 

Europe including the United Kingdom. The Employment Act 2008 stipulated rights such as 

procedural fairness, right to a notice and fair reasons before dismissal. These rights were first 

accepted in countries like UK, therefore it is important to know the best practices and adopt 

the best of them since these have been experienced in the developed countries since decades 

back. 

Employment Rights prior to Employment Act 2008 in Maldives 

Before Employment Act came in to force, the employer had an open-ended power to bring 

the contract of employment to an end without the need for substantive justification and 

imposing general standards of procedural fairness upon the process of dismissal or any 

disciplinary actions.
94

 As long as the employer could terminate the contract of employment at 

will (or on short notice), it effectively had the right to dismiss and re-employ on those terms 

which it deemed acceptable by placing the employee in a weak bargaining position.
95

 It could 

be seen that before the legislation, the employees were left extremely exposed since there was 

no fetter on the employer‟s ultimate power of dismissal. The only possible avenue for the 

employee would have a remedy if the dismissal was in breach of the contract, in which case it 

was possible to sue for damages which was also limited then.  

There were two legislative attempts made in 1968 to provide a legal status for the 

government officials.
96

 Despite the attempts the power still was vested to the president‟s total 

authority to appoint, dismiss and transfer state officials. Similarly, till the legislation came in 

to effect, lots of attempts were made to formalize public employment but the power vested on 

the president remained unchanged, giving him unlimited power to manage the public 

employees.
97

  

Now this power of the employer is limited by the principles adopted in the Employment Act 

2008, by not simply underpinning the accrued contractual rights of the employees: the 

framework of implied and express terms through which the parties reciprocal rights and 

obligations are expressed rests upon the capacity in line to the Act to stabilize the 

employment relationship. 

Critical analysis of Employment Act 2008 with UK Employment practices 

Qualifying Period 

                                                           
94

 ‘Muazzafunge kanthatha Hingumuge Gavaaidh’ (2004) 
95

 Ibid (n2) 
96

 Official Kantha [Issues] Chapter 1 Act No. 1/68 (1968) and Official Kanthah [Issues] Chapter 2 Aact No 2/68 
(1968) 
97

  Ibid (n 4) 
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Having addressed the sequential stages of Employment rights before the Act, now it is 

prudent to move on to address whether the Act accommodates to the significance given by 

the Framers of the Law to its existence. From a cursory glance at section 13 (f) of the Act
98

, 

the qualifying period is being stipulated as 2 years which gives the impression that this 

coincides with the reform taken by the conservative government of UK in 1985 and coalition 

government in 2010  of extending the qualifying period from 1 to 2 years in order to remove 

perceptions of risk attached to taking on a new labour of staff
99

 and to give a reasonable time 

for the employers to evaluate the suitability which in turn would reduce the tribunal claims. 

But this has been subjected to criticism since the reasons were not practical and has been 

claimed as an indirect discrimination over to the vulnerable employees including women and 

young employees.
100

 

Limited term contracts 

One could be stuck by the degree of overlap between the statutorily prescribed time duration 

for the expiry of limited term contracts in Employment Act of Maldives. The tribunal and 

courts have decided subjectively on the issue which leads to inconsistencies in judicial 

decisions leaving a gap in the legislation to dispense with a sophisticated body of case law 

which had been built up around it such as in the case of Ali Azim v ACC
101

 and Moosa Nazim 

& others v GMR International Airport
102

 which was decided differently on the same issue. 

Thus, legislation needs to confine to clarity of the section 13 (h) of Employment Act of 

Maldives to entail the duration, a fixed term contract could be renewed, and the employee 

could be treated as if she or he was employed for a contract of indefinite duration with the 

full protection as a permanent employee. The Act also need to stress that if the employer 

could not establish a good reason for the use of fixed term contracts, those contracts are 

deemed to be treated as a contract of indefinite duration which has been accepted as best 

practices in the European Countries. 

Centered Employment Tribunal 

Maldives being a geographically scattered island Nation, huge number of employees resides 

in different islands. Currently it is very impractical for all the employees to have access to 

justice through centered Employment tribunal located in the capital city, Male‟. Meanwhile, 

employees has lodged employment disputes to the Magistrate courts to decide their matter. 

However, those cases have been dismissed on the ground that the jurisdiction solely lays 

upon the Employment Tribunal.  There has been discussions going on in parliament recently 

to decentralize the tribunal system, but nothing has been legislative till now.  
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The need for an Employment Appeal tribunal 

It is worth stressing to the alarming issue that the courts take disproportionate amount of time 

to decide a case at courts whereby causing the other party to incur irrecoverable legal costs 

and loss of valuable working time. Section 86 of the Maldives Employment Act allows 

Employment tribunal decisions to be subjected to appeal for High Court.
103

 This clearly 

strikes to the point that the High Courts are given the task of reviewing the cases of all types 

thereby causing delay to decide on employment disputes as well. Besides the fact that the 

establishment specialist tribunals were to provide the parties an easily accessible, speedy, 

informal and inexpensive procedure for the settlements of employment disputes partly 

motivated to keep the courts out of employment or statutory claims. But if the appeals from 

the tribunal are heard directly to the High Court, then the objective for the tribunal existence 

could not be met, leading the courts to exercise a fundamental role in deciding the 

employment cases.  

Nevertheless, Employment Appeal Tribunals are established in UK to cater this need. When 

the Employment Tribunal decides a case, the appellant could appeal the case to the 

Employment Appeal tribunal on a point of law, where it is composed of judges of the High 

Court and lay members with expertise in industrial matters matching those powers of the 

High Court.  

Maldives is in need of an institution as the Employment Appeal Tribunal would deal the 

employment related appeals making the process speedier and informal by coinciding to the 

real need of the establishment of tribunals in resolving the employment disputes. Along with 

the reform, it is also important to give more powers for the tribunal to strike out a claim at 

preliminary hearing on the basis of grounds including scandalous, vexatious or has no 

reasonable prospect of success.  

Introduction of Tribunal Fees 

UK introduced tribunal fees to discourage the issues which could be resolved within the 

parties to be brought to the court in order to enable the wasted time and resources of the court 

on such vexatious claims to be diverted to cases which really have to be looked in to. Though 

this reform, this had reduced the number of vexatious claims and encouraged the dispute to 

be resolved within the parties of employment. The statistics showed that from October 2013 

to June 2015, there has been 67% decrease in the number of single cases received to tribunal 

while the number of multiple cases has been reduced to 69% within these periods in UK after 

imposing tribunal fees.
104

 This has been subjected to lot of criticism as this would not enable 

the right to access to justice for all the employees. Therefore, it is an important change that 
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could be brought to the Maldivian Tribunal system, in order to use the tribunal time and 

resources effectively.  

Grievance Handling and Procedural Fairness 

It is a widely accepted fact that the disputes in the workplace cost time and money, which in 

turn affects the economic growth by reducing country‟s productivity.
105

 However, from the 

recent studies and researches it is being identified that the parties to an employment contract 

are reluctant to resolve their issues within themselves, instead it has been a trend that the 

tribunal is the only resort for resolving their disputes for every issue that arises between them. 
106

 

The Tribunal statistics of Maldives clearly converge to the same issue of growing trend in 

Maldives.
107

 Employment Tribunal of Maldives 2010 statistics shows that more than 50% of 

the claims received were regarding promotion issues, breach of employment contracts, 

demotion, and issues relating to denial of salary payments. These issues could be settled out 

of tribunal by adopting alternative to dispute resolution procedures. Therefore, a further 

statutory in roads is needed in Maldives Employment Act to rectify the current trend and the 

parties‟ perception rational way because it prevents waste of resources and time through 

excessive or badly targeted consumption.   

An Independent Labour Relations Authority (LRA) 

The Labour Relations Authority (LRA) is mandated to oversee the compliance of the 

Employment Act (2008/2) and its enacted regulations, with the functions, to inspect and 

implement the administrative steps required for the adherence of the Employment Act of 

Maldives, to investigate disputes and claims regarding employment and labour, to create 

awareness for the purpose of ensuring the proper observation of this Act and its regulations 

and to provide technical information and advice required by employers and employees. 
108

 

These responsibilities has been stipulated in Section 77 (a) of the Employment Act 2008.
109

  

In UK, The Advisory, Conciliation and Arbitration Service (ACAS) is a statutory body 

independent of government. It is subject to the direction of a council, composed of a 

chairman and between 9 and 15 ordinary members appointed by the secretary of state. Its 

primary function is dictated by statute namely the promotion of the improvement of Industrial 

Relations. It discharges this obligation by providing conciliation and arbitration services in 

respect of individual and collective workplace disputes. Much of its work is directed at 

                                                           
105

 BIS, Consultation Paper, Resolving Workplace Disputes(as cited in Smith &Wood’s, Employment law (11
th 

edn, OUP 2013) 474 
106

 Ibid (n20) 
107

 Employment Tribunal statistics <http://www.employmenttribunal.gov.mv/VTRreports/stat/2010h.pdf> 
accessed on 20

th
 April 2016 

108
 http://www.lra.gov.mv/ Accessed on 1

st
 March 2016 

109
 S77(a) of Employment Act 2008 

http://www.lra.gov.mv/


  6106ސް ސވިލިް ސރަވސިް ކނޮފްރަނަް ދވިހެި  
 

 86 

 

keeping employment disputes out of the employment tribunal is at all possible by 

encouraging settlements through the “cost effective filters” of conciliation or arbitration.  

Where employment claim has been presented by an employee claimant to an employment 

tribunal and a copy of it has been sent to an ACAS Concilation Officer. The Conciliation 

officer is obliged to step in to endeavor to promote a settlement between the parties without it 

being determined by the employment tribunal in certain circumstances. Now the Enterprise 

and Regulatory Reform Act 2013 has made it mandatory to consult to ACAS before lodging 

any case to tribunal. 
110

 

But the important fact to be noted is that when the parties consult with ACAS, the time limit 

to submit a case to the tribunal will be extended with the consulting period with the ACAS.
111

 

Once the ACAS has decided on the matter, it has no obligation to inform the parties about the 

length of time the parties have to lodge a case to the tribunal, in case if the dispute was not 

resolved with consulting with the ACAS.
112

 

This has been a practiced avenue to resolve the disputes before heading to the  tribunal and it 

has been seen on the face of the record that out of total 60,800 notifications made to ACAS in 

the period of April to December 2014, 15% of cases were formally settled whereas, 22% 

progressed to Employment Tribunal.
113

 It is also fair to note that that the 63% of the cases 

which were not settled by ACAS did not progress to tribunal claims, but was settled 

informally within the parties and some employees deciding not to proceed with to tribunal 

after discussions with ACAS conciliators.
114

  

Under Maldivian Employment Act 2008, LRA is the only institution which could play a 

significant role in mediating and conciliating before the dispute is being lodged to the tribunal 

similar to the task assigned to The Advisory, Conciliation and Arbitration Service (ACAS) in 

UK.
115

 

A broad range of functions across the field of grievance handling in the employee relations 

could be vested on LRA including Statutory recognition and information and consultation 

and also serving as an voluntary arbitral body that takes place in the shadow of the tribunal 

and brings the parties the „realism‟ to bear, encouraging parties to settle their disputes by 
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giving the information about the nature of the tribunal hearings, the outcomes with regard to 

the nature of the dispute if it is lodged to the tribunal.
116

 

This flexible and problem solving approach could be promoted by stipulating some statutory 

restrictions upon the parties, by mandating them to consult the LRA before submitting the 

dispute to the tribunal, imposing some penalties for not following the stated procedure such 

as reducing the compensatory awards if the employee by-passed the procedure and 

conversely increasing the compensatory award to the employee if the employer by-passed the 

procedure and lodged directly to the tribunal. The touch stone aim of LRA should be to 

reduce the claims proceeded to tribunal at an early stage; it would be also wise to extend the 

time limit to submit a case to the tribunal by including the consulting period with the LRA. 

Of course these changes are only feasible and practical if the institution is an independent 

body.  

Currently, LRA employees are under the office of civil service commission, which would be 

impracticable for the institution to take up the functions, since being an employee of the 

largest employer; it would be impractical to establish the grievance handling procedures 

independently. Therefore, due to the practicability and desirability of the procedure, 

Employment Act of the Maldives are in need of this change.  This  enables issues which has 

no substance at all such as employees bringing claims just for the sake of bringing the 

employer to tribunal due to the dismissal, to be settled before proceeding to tribunal, by 

saving the tribunal and both parties valuable time and money. 

Current Employment Act directs attention to the employer‟s conduct rather than overall 

fairness of the outcome which includes the right to be accompanied, generally accepted 

standards of procedural fairness, how investigations and suspension could be done prior to 

disciplinary hearings. To assess and harmonize these procedures within all employers, a 

crucial source could be the independent LRA where it could adopt a Code of practice which 

entails the procedures and could inform the government to bring the necessary reforms to the 

Employment Act by shaping it meeting the practical situations that arises in employment 

relation arena, which indeed is the tasks assigned to the institution currently, but it is fair to 

say that the institution is handcuffed to carry out the tasks since not being an independent 

institute by itself. 

Range of Reasonable Test 

There are difficulties and challenges faced for both parties due to some enactments in the 

Maldives Employment Act 2008. Section 23 of the Act does give space for the employers to 

terminate an employee when an work ethic is deemed unacceptable and further continuation 

of employment is on reasonable grounds seen by the employer as unworkable, whereas the 

tribunals and courts does overturn the decisions made by the employers on this ground simply 

                                                           
116
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on the fact that the employer had failed to follow some of the procedures which was deemed 

to have been fulfilled prior to termination. 
117

 

This is an issue which needs to be given paramount importance in the employment relations 

as it is unreasonable to reinstate the same employee who had been terminated on a ground 

which the employer was fully convinced that employee had done an offence so heinous and 

the facts so manifestly are clear that a reasonable employer would have acted as same as the 

employer had done. The Law has to provide redress to these kinds of matters since in the best 

practices followed there has been avenues to deal with such kind of issues.  

Here, the tribunal needs to analyze subjectively the reasonableness of the employer‟s mind at 

the time the decision was made, whether it is reasonable for an employer to have dismissed 

an employee at a situation as such. If the procedural fairness has not been met by the 

employer, a compensatory award could be given to the employee without the need for his 

reinstatement to his previous job where these avenues could be entailed in a Code of Practice 

of an independent LRA.  

Maximum Compensation limit  

The Maldivian Employment Act 2008 needs to establish a maximum compensation limit, 

where an overall cap on median wage within which no employee could receive more than one 

year of their own wages as compensation whereby giving both employer and employee a 

realistic perception of awards they would receive in tribunal thereby encouraging settling the 

disputes within themselves.  

The maximum compensatory cap on median wage in UK at £26000 has in turn reduced the 

number of claims forwarded to tribunal and thus encouraged the parties to employment to 

resolve the issues within themselves since it is worth to settle the disputes within the parties 

itself instead of spending the time and money which mostly would be more than the amount 

the employees could receive as a redress for compensation.
118

 

Introduction of Alternative methods of Dispute Resolution (ADR) 

If the employers and employees need to be encouraged to work together to resolve 

disagreement that arise in the workplace, the government need to adopt mediation, early 

conciliation and compromise agreement as avenues to alternative to dispute resolution and a 

way to implement these procedures need to be addressed. 

Mediation 

Mediation is “a process that delivers a solution developed and agreed by both parties, a “win-

win” outcome that benefits parties not only in terms of the direct savings from avoiding the 
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tribunal route, but also in terms of preserving the employment relationship, maintaining 

productivity, reducing sick absence and increasing employee engagement.”
119

  

The government needs a pilot study on mediation in order to see whether mediation could be 

a good medium to resolve workplace disputes and needs to be incorporated in to the 

legislation the possible ways to do it. This could be done through an independent LRA 

playing a pro-active role which was discussed previously, acting as a mediator of all 

employees and employers in Maldives to resolve the issues at an earlier stage to preserve the 

employment relationship before it gets more worsened. 

Compromise Agreements 

It is fair to note that there would arise situations where both parties could not come to an 

agreement, in these situations the UK government recognizes the compromise agreements as 

a mean of settling disputes in situations where the employment relationship is not possible to 

retrieve between the parties whereby ending the relationship could only be seen as the only 

possibility. 
120

  

Compromise agreements could accelerate the process of parting the ways between the parties, 

by coming to an agreement that employee would accept a monetary payment by 

compromising to claim against the employer in employment tribunal afterwards.  This could 

lead the employer to incur some costs, but still this could provide a better avenue to resolve 

the dispute in a more efficient, cheaper way than resolving through the tribunal.
121

 Employees 

are always welcome to decline the offer for settlement if they want to with the existing 

safeguards reserved for them.
122   

Protected Disclosures 

Protected Disclosures could also be another avenue for both the parties to come for a 

settlement before the case is put before the tribunal. In this, the employer is allowed „without 

prejudice‟ to come to an agreement with the employee on terms that the contents of the 

agreement would not be put before the tribunal.
123

 The rationale behind this is to enable the 

employer to talk with employee in an informal way to come to a settlement without that 

conversation being used by the employee as evidence to tribunal at a later date.  

The Government of Maldives need to focus on these avenues to shape the employment law at 

an accepted level by adopting best practices in order to have a flexible, effective and fair 

labour market. 
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Conclusion 

It is evident from the facts discussed above that Maldives Labour Market has been moving 

towards a system which adopts the best practices from the developed countries. Even though, 

the Maldives is a developing country having a small population compared to the other 

developing countries, its Employment Act has adopted the main principles from the best 

practices applied worldwide and within the past 08 years of its enactment it is a known fact 

that these developments are practical in Maldives and has made a lot of positive impacts to 

the Country‟s Labour Market.  

From the research mentioned above, it has appeared that there are avenues and more practices 

that Maldives could adopt in order to improve shaping of the Employment Law to attain a 

level where most of the developed countries Labour Market has attained. Hence, the 

comparison between the employment law of Maldives and UK has given the idea that 

Maldives needs to adopt the Alternative to Dispute resolution methods such as Mediation, 

compromise agreements and protected disclosures.  

ACAS, maximum compensation limit, range of reasonable test, introduction of fees to 

tribunal and Employment Appeal Tribunal are different avenues which has been adopted by 

UK since decades back. Since Maldives Employment Act was enacted only 8 years back and 

consists of a very few such avenues to resolve issues, Maldives has a very long way ahead to 

attain the employment system which is practiced in UK. 
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  6 ކަރދުާސް
 އް ދނެގެތަނުް ގެ މއަސްލަތަަ ބޑިް ޕރްސޮސެނިް  އި ފހާގަކަރުވެޭ އދިރާތާކަގުަ  ސރަކުރާގުެ 

 އިކްލީލާ އިސްމާޢީލް އަލފްާޟިލާ 
 ރިސރަޗް އފޮސިރަ

 ޕރްިވނެްޝނަް އނެްޑް ރިސރަޗް ޔނުޓިް ހޑެް 
 އނެްޓި ކރޮަޕްޝނަް ކމޮޝިނަް

 ނާސިރާ އިޤބްާލް އަލފްާޟިލާ 
 ރިސރަޗް އފޮސިރަ

 އނެްޓި ކރޮަޕްޝނަް ކމޮޝިނަް
 

ކރޮޕަޝްނަް ކޮމޝިނަނުް -މި ކރަުދާސް ބނިކާރުވެފިައވިނަީ އނެޓްި
ތަޙޤްޤީު ކރުަމނުްދާ އަދި ތަޙޤްޤީކުށޮް ނނިްމާފައވިާ 
މައްސލަަތކަގުެ ތރެެއނިް، ސވިލިް ސރާވިސގްެ އިދރާތާކަށަް 
ރައދްުވެފައި ހރުި މައްސލަތަކަނުް ފހާގަކަޮށލްވެޭ ބއައެް 
ކަންތައްތކަގުެ މއަޗްަށވެެ. އގެތޮނުް، މި ކރަުދާހގުއަި 
އލައިަޅވުލާނާީ އނެްމެ ގނިަ ޢދަަދކަަށް މި ކޮމޝިނަގްެ 

ތކަތެި ގަތުމއާި  ތަޙޤްޤީުތކަނުް ހާމވަާ މއަސްލަަތއަް ހިމނެޭ
ޚދިުމަށް ހދޯމުގުެ )ޕރްކޮއިުމނަޓްް( ތރެެއނިް ކރުިމަތިވެފައި ހރުި  
ކރޮޕަޝްނަގްެ ބވާތަތްކަަށވެެ. ޕރްކޮއިުމނަޓްގްައި ދިމވާާ 
ކރޮޕަޝްނަގްެ މައްސލަތަކަަށް އލައިަޅވުލާުމގުެ އނެްމެ މހުނިމްު 

ތކައާި މޤަްސަދކަީ ޕރްކޮިއކުރުުމގުެ ދާއރިާއކަީ ފއަސިގާެ މުޢާމލަތާް
ގުޅިފައވިކާަމކަަށވްފެއަި އަދި ކމޮޝިނަށަް ހށުަހޅެފއަވިާ 
މައްސލަަތކަގުެ ތރެެއނިް އނެމްެ ގނިަ ކރޮޕަޝްނަގްެ 
މައްސލަަތއަް ކރުިމަތވިފެައވިނަީ ދައލުަތގުެ ޕރްކޮއިުމނަޓްގްެ 
ދާއރިގާެ ތރެެއނިް ކަމގުއަިވާތީއވެެ. އެހނެކްަމނުް، އިދރާާތކަގު 

ކރުމުގުައި ނަޒޙާތަތްރެކިނަް  މަސައކްތަތްއަް ބައޓްނަް
އިސކްރުުމއާިއކެު ޕރްފޮޝެނަލަް ގޮތްތކަެއް ގނެގްޅުނެވްނަީ 

 ޖެހފިއަވެެ.

އގެޮތނުް، މލާއިޔްތަު ގވައާިދގުއަި ހނުންަ ކނަތްައްތކަށަް 
ފުރިހަމއަށަް އަމލަު ނކުރުުމނުް ކރުމިަތވިފެއަވިާ މައްސލަތަކައާި 

އދިރާާތކަށަް މލާިއްޔތަު ގވަާއދިށަް ޢަމލަު ކރުުމގުައި 
ހރުގިނޮްޖެހނުކްމަށަް ބލެވެޭ ބއަެއކްނަކްނަް 
ފާހގަކަރުވެފިައވިނާެއވެެ. މގީެއތިރުނުް ޕރްކޮއިުމނަޓްގްެ 
މުޢާމލަތާތްކަގުެތރެެއނިް އނެްމެ ޢނާްމކުށޮް އަދި އނެމްެ 
ސރީިއަސކްށޮް ފނެންަ ކރޮޕަޝްނަގްެ 'ރެޑް ފލްގެސްް' 

އވިލެުއޓޭކްރުުމގުއަި  ފާހގަކަރުވެފިައވިނާެއވެެ. މސިލާކަށަް ބިޑް
ދިމވާާ މައްސލަަތކަށަް ނަޒރަު ހނިގްލާެވިފައވިނާެއވެެ. މިއއާިއކެު، 

ކރޮޕަޝްނަަށް މގަފުަހވިގާތޮށަް ހރުި ކނަކްނަް ޙައލްކުރުނާެ 
ގޮތްތކަގުެ އރިޝުދާތުައް މކިރަުދާހގުައި ހިމނެފިައވިނާެއވެެ. 

ދތުކަަށއާި މގިޮތނުް، މިހރާު ތނަފްީޒކުރުަމނުދްާ މލާިއޔްތަު ގވަާއި
އޞުލޫުތކަަށް ކޮމޝިނަނުް ގނެންނަް ފނެންަ މުހިއމްު 
އޞިލްާޙްތައް މކިރަދުހާގުައި ހިމނެފިއަވިނާެއވެެ. އދަި، އނެގތިބިެ 
ނވުަތަ ގސަތްކަނާލުައި ގވަާއދިާ ޚލިާފށަް  ކރުާ ކނަކްނަް 
ހުއޓްވުުމަށް ނވުތަަ މަދކުރުުމަށް ކރުވެިދނާެ ކނަކްަމަށވްސެް 

 ލއިަޅވުލާވެފިއަވިނާއެވެެ. މކިރަުދާހގުއަި އަ

މވުައްޒަފނުގްެ ނަޒޙާތަްތރެކިނަް ހފިހެއެޓްނިަމވަެސް، 
އެމވުައްޒަފނުންކަީ ނަޒޙާތަްތރެި ބއައެކްނަް ޚިދމުތަް ލިބގިނަންަ 
ފރަތާތްކަށަް ގަބލޫނުކުރުވެނޭަމަ، ޚދިމުަތް ލިބގިނަންަ ފރަތާްތކަނުް 

އހެނެކްަމނުް،  އެ އިދރާާއކަށަް ކރުާ އތިުބރާު ކުޑވަގެނެް ދެއވެެ.
މވުައްޒަފނުންކަީ ނޒަާޙތަތްރެކިނަް ކރުިއަށންރެޭ ބއަެއކްނަް 
ޚދިުމަތް ހޯދާ ފރަތާްތކަށަް އނަގްައދިީ، އެފރަތާްތކަނުް އިދރާާއށަް 
ކރުާ އިތުބރާު ބޮޑު ކރުމުށަް ކރުވެިދނާެ ކނަކްަމަށވްސެް 

 މކިރަުދާހގުއަި އލައިަޅވުލާވެފިއަވިނާއެވެެ. 

ނޑގުތޮއެގްައި  މކިރަުދސާް އަމާޒކުރުެވިފައވިނާީ މައގިަ
މކިޮމޝިނަނުް ތަޙޤްޤީު ކށޮފްައވިާ އަދި ތޙަޤްޤީު ކރުަމނުދްާ 
މައްސލަަތކަގުެ ތރެެއނިް ސވިލިް ސރާވިސގްެ އިދރާާތކަގުއަި 
ޕރްކޮއިުމނަޓްާއި ގުޅގިނެް އނެމްެ ގނިައނިް ތކަރުރާވުފެައި ހރުި 

ރވިާ ކނަކްމަާއި، އެ ފދަަ މއަސްލަތައަް ދިމވާނާް މެދވުެ
އކެނަކްނަް ޙައލްކުރުވެނޭެ ގތޮގުެ  ،ސަބބަތުައް ބޔަނާކްޮށް

އރިޝުާދުތކަގުެ އތިރުނުް، ސވިލިް ސރާވސިގްެ އިދރާާތކަނުް 
ހލަވުކިމަާއި ނަޒހާތަްތރެކިމަާއކެު ޢއާްމު ރައޔްތިނުންށަް 
ޙދިުމތަފްރޯކުޮށްދީ ދމެތިިބުމގުައި ޕރްފޮޝެނަލަސިމްް ކރުިއރަވުއަި 

ކު މފިދަަ ކނަކްނަް ހައލްކުރުމުށަް ބެސޓްް ޕރްކެޓްިސއްއާެ
 ކރުވެިދނާެ ކނަކްަމގާުޅޭ ގޮތނުންވެެ.



 
 

 ތޢަރާފަް 
ބަލއަި ނިންމި މައްސަލަތަކގުެ "ޑެސްކް  ވަނަ އަހަރު 2014މި ކަރުދާހަކީ އެންޓި ކޮރޕަޝްަން ކޮމިޝަނުން 

ނޑު ރވިއިު" އެއގްެ މައްޗަށް ބިނާކޮށް ތއަްޔާރުކުރވެިފައވިާ  ކަރުދާހެކވެެ. މި ކަރުދާސް ތައްޔާރުކުރުމގުެ މައިގަ
' ގއަި އާންމު ގޮތއެގްއަި ދިމާވާ ބިޑް ޕރްސޮސެިން' މަޤްސަދަކީ ކޮރަޕްޝަނގްެ މައްސަލަތއަް ހުރިކަމަށް ފާހގަަކުރެވޭ 

ޙައްލު ހޯދނާެ މައްސަލަތއަް ދެނގެަނެ މިމައްސަލަތއަް މެދުވެރވިާން ދިމާވާ ސަބަބުތަކއާި މިފަދަ މއަްސަލަތަކަށް 
 ގޮތްތަކެއް ދއަުލަތގުެ އިދާރާތަކަށް ހުށަހެޅުމވެެ.

އެގޮތުން މިކަރުދާހުގައި ބަލާލވެިފައިވާނީ މުދަލއާި ޚިދުމަތް ހޯދުމގުއަި ދިމވާެފައިވާ މައްސަލަތަކގުެ ތެރެއިން 
ފއަިހުރި މއަްސަލަތަކަށވެެ. ބީލަމަށް ހުޅުވާލވެގިެން ކުރެވުނު މަސއަްކަތްތަކުގައި ކޮރަޕްޝަނަށް މގަުފަހވިާ ގޮތަށް ކޮށް

އެނަލައިޒް ކުރުމުގައި ބަލާފއަވިާނީ މައްސަލައިގއަި ފާހަގަކުރެވުނު ކޮރަޕްޝަނަށް  ،މއަްސަލަތަކަށް ރިޢާޔަތްކޮށް 
 މގަުފަހިވާ މއަިގަނޑު ކަންތައްތަކއާި، މައްސަލަ މެދުވެރވިާ ސަބަބާއި އެކަމުގެ ޙައްލަށެވެ. 

މައްސަލައެއް  5ވަނަ އަހަރު ކޮމިޝަނުން ނިންމއަިފއަިވާ  2014 ،އިމި ކަރުދާސް ތައްޔާރު ކުރުމަށްޓަކަ
 ދިރާސާކުރވެި އެ މައްސަލަތަކުން ފާހގަަވާ ވަކި ކަންތއަްތަކަށް އަލއިަޅުވާލވެިފައި ވާނެއެވެ. 

މި ކަރުދާހގުއަި އިދާރގާެ ނަމއާި އެއްކޮށް ކޭސްތަކގުެ ތަފްޞީލް ބަޔާން ކުރުމގުެ މޤަްޞަދަކީ މައްސަލަތއަް 
ހަމަ އަށް ދޭހަ ކޮށްދިނުމއާި މއަްސަލަތައް ދިމާވާ ޙާލަތްތއަް ދެނެގަތުމަށް ފަސޭހަކޮށް ދިނުމވެެ. މގީެ އިތުރުން، ފުރި

ހުށަހަޅާ ކަރުދާހަކީ އވެިޑެންސް ބޭސްޑް ކަރުދާހަކަށް ހެދުމގުެ ބޭނުމގުއަވެެ. މިއީ އއެްވެސް ހާލަތއެްގައި 
ނގުެ މުވައްޒަފުނގްެ އިންޓަގްރިޓީ އާއި މެދު ސުވާލު އުފއަްދުމެއް އިދާރާތަކއެް ބަދުނާމުކޮށް އެތަންތަނއާި އެތަންތަ

ނޫނވެެ. ހަމަ އެހެންމެ، އޭސީސގީެ އުންމީދަކީ މި ކަރުދާހުގއަި މަޝްވަރާކުރެވިފައިވާ މައްސަލަތަކުގެ އަލީގއަި މި 
ދާރާތަކގުެ މަސައްކަތްތައް ފަދަ ކަންކަމަށް ހޭލުންތެރވިެ، މިފަދަ ކަންކަން ތަކުރާރުވުން މެދުވެރިނވުާނޭ ގޮތަކަށް އި

އިސްލާޙްކުރުމަށް ބާރއުެޅުމއާި ދވިެހިރއާްޖގޭެ ހުރިހާ އިދާރާތަކއާި އިދާރާތަކުގެ މވުައްޒަފުން ކޮރަޕްޝަނގްެ ރިސްކަށް 
 ހުށަހެޅގިަންނަ ޢަމަލުތަލަކުން ދުރވުުމަށް މގަުފަހި ކޮށްދިނުމވެެ.
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 ކއާި ޙއަލްު ވނުު މއަސްލަތަަ ފހާގަކަރުެ 

ނޑވުެރިކަމއާި އަހރަު  21ނ.ކުރަމާދޫ  ކަންތައްތއަް ކުރުމަށްޓަކއަި މަސވްެރިކަމާ އަދި މިކަންކަމާ ގުޅުންހުރި  ދަ

ދވުަހގުެ މއުްދަތަށް ކުއްޔަށްދޫކުރުމަށް ބޭނުނވްާތީ، މިނިސްޓްރީ އޮފް ފިޝަރޒީް އެންޑް އގެްރިކަލްޗަރއިން 
 ކޮށްފއަވިާ އިޢުލާނާ ގުޅިގެން ހުށަހެޅިފއަިވާ މއަްސަލަ 

 ފާހގަަކުރވެުނު ކަންތައްތއަް:

 ްއއެް  ،މަޢުލޫމާތު ކަރުދާހގުއަި ޕްރޕޮސޯަލް ބަލއަިގަތުމުގައި ޢަމަލުކުރުމަށް ބުނެފއަވިާ އުޞޫލުތަކާ ޚިލާފަށ

 ވުން.ޕްރޮޕޯސަލް ބަލއަގިަނެފައި 
 ިނޑުވެރިކަމުގެ  ތެރގޭއަި މަޤްޞދަގުެ އުފެދުމގުެ ކުންފުނ ޕްރޮޕޯސަލގްއަި ހިމެނެނޖްހެޭނެކަމއާި  މަސައްކަތް ދަ

 އެކަންތައްތައް  ،ބަޔާންކޮށްފައިވާތީ ކަރުދާހގުއަި މަޢުލމޫތާު ކަމގުއަި ގަވާއިދު ހިމަނަންޖެހޭ އަސާސީ ކުންފުނގީެ
 އެ ޕްރޮޕޯސަލް އވިެލުއޭޓް ކޮށްފއަވިުން. އް ބަލއަގިަނެ ޗެކްލިސްޓްގައި ސޮއިކޮށްރޮޕޯސަލެޕް ފުރިހަމަނވުާ

 ުހުށަހަޅާފއަި ނވުާކަން ގަވާއިދު އަސާސީ ގއަި ޕްރޮޕޯސަލް ހުށަހަޅަފއަވިާ" ކިޔާ ކުންފުނިން 124"އަންނާރ 
 ހިމެނުމށަް  ގަވާއިދު އަސާސީ ޕްރޮޕޯސަލގްއަި ބަދަލގުއަި ކުރުމގުެ ބާޠިލް ޕްރޮޕޯސަލް އެނގުމުންވެސް އެ

 ދީފއަވިުން.  ފުރުޞަތު

 މައްސަލަ ދިމވާާން މެދުވެރވިާ ސަބަބު:

  ްންނަބަލައިގަތުމުގައި ޢަމަލުކުރަން ކަނޑއަަޅާފައި އޮޕްރޮޕޯސަލް  ންފުބަލއަގިަންނަ މުވައްޒަޕްރޮޕޯސަލ 
 ތަކަށް އަހުލުވެރިވެފަ ނެތުން.ރކިުއަރމަންޓް

 .ްޕްރޮޕޯސަލްތައް ބަލއަިގަތުމުގައި ފަރވުާކުޑަކުރވެުނ 
 .ްޢަމަލުކުރާ އުޞޫލުތއަް ލިޔެވިފައި ނެތުނ 
 ްކުރުން. ވަކި ފަރާތަކަށް މަންފއާެއް ހޯދައިދިނުމަށް މަސައްކަތ 

 އްލު:ޙަ

  ާޕްރޮޕޯސަލް ބަލއަިގަތުމއާި އިވެލުއޭޓް ކުރާނެ ގޮތގުެ އުޞޫލުތއަް ތއަްޔާރުކޮށް މިއުޞޫލަށް މަސައްކަތް ކުރ

 މވުައްޒަފުން އަހުލުވެރިކުރުން.

                                                           
 ޔާލީ ނމަެއް ޚިބޭނުންކޮށްފައވިާ  ޓަކއަި'އަނންާރު' މި ނަމަކީ މި ރިޕޯޓގްެ ބޭނުމަށް  124
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  ާުޕްރޮޕޯސލަް  މަތިން ބަޔާންކުރާގޮތގުެ ކަރުދާހގުއަި މަޢުލޫމާތު އިޢުލާނއާި ޕްރޮޕޯސަލް ހުށަހެޅުމަށް ކރ
 ބަލއަިގަތުން.

  ެޕްރޮޕޯސަލް ބަލއަިގަތުމަށްފަހު ޕްރޮޕޯސަލްތަކާ މެދު ޢމަލަުކުރވެޭނެ އުޞޫލެއް ލިޔެވިފއަި އޮތުމާއި، އ
އުޞޫލުގެ  ތެރއެިން ހުށަހެޅޭ އެއްވެސް ޕްރޮޕޯސަލަކަށް އުނި އިތުރއެް ނުގެވޭނެކަން ކަނޑައަޅއަި އެގޮތަށް 

 ޢަމަލުކުރުން. 
 ިން ޕްރޮޕޯސަލގްައި ހިމެނެންޖެހޭ ޝަރުޠުތއަް ހިމެނޭ ގޮތުން ޗެކްލިސްޓެއް ޕްރޮޕޯސަލް ބަލއަިގަތުމުގެ ކުރ

 ތއަްޔާރުކޮށް ފުރިހަމަކުރުމަށްފަހު ޕްރޮޕޯސަލް ބަލއަިގަތުން.
  ުފުރިހަމަނވުާ ޕްރޮޕޯސަލްތަކާއި ޝަރުޠުހަމަނވުާ ޕްރޮޕޯސަލްތއަް ބާޠިލު ކުރުން. އަދި އގެޮތަށް ޢަމަލ

 ތު ކަރުދާހގުައި ބަޔާންކުރުން.ކުރެވޭނެކަން އިޢުލާނާއި މަޢުލޫމާ
 ްގެޒެޓުގއަި ޝާޢިރުކުރުން. ފަޅު ރަށްރަށް ދޫކުރުމގުައި ޢަމަލުކުރާނެ ގޮތގުެ އުޞޫލެއް ތައްޔާރުކޮށ  

ކޮށްފައިވަނީ  މިނިސްޓްރީ އޮފް އެޑިޔުކޭޝަނުން، ސްކޫލުތަކަށް ބޭނުންވާ ލައިބްރަރީ ފޮތްތައް ހޯދުމަށް އިޢުލާނު
 ފއަވިާ މައްސަލަ ހަޅާޤަވއާިދާ ޚިލާފަށް ކަމަށް ބުނެ ހށުަ ދއަުލަތުގެ މާލއިްޔަތުގެ 

 ފާހގަަކުރވެުނު ކަންތައްތއަް:
  ްގަތުމަށް ރުފޔިާއަށްވުރެ ގިނަޢަދަދެއްގެ ތަކެތި  (ފަންސވަީސްހާސް) -/25,000ގޒެެޓްގައި ޝއާިޢުނުކޮށ ،

ބަހައްޓއަގިެން ކަމަށވްާތީ ފައިވަނީ ހަމއަެކަނި މިނިސްޓްރީގެ ނޯޓިސް ބޯޑުގައި ކޮށްއިޢުލާނު މުކޮށްއާން

ޢުލާނާ ގުޅގިެން ބިޑް ހުށަހެޅުމގުެ ފުރުޞަތު އިއެ ، ސަރުކާރގުެ ގެޒެޓް ބަލައިގެން ބިޑުހުށަހަޅާ ފަރާތްތަކަށް
 ން.ގެއްލިފައިވު

 ެްންޓގްެ އިޢުލާނުތައް ކުރުމަށް ހަމަޖައްސާޕްރޮކއިުމަ"ސަރުކާރުން  ކުރަނވްާނީ އިޢުލާނުތައް  ޕްރޮކއިުމަންޓގ 
އަދި ޚިދުމތަް ލިބގިަންނަ ސރަުކާރގުެ އިދާރާގެ ނޯޓިސް ބޯޑގުއަި ނުވަތަ އެފަދަ  ؛ހިމަނއަގިެން  ޓެއްގއަިވެބްސއަި

 މާލިއްޔަތު ގަވާއިދުގއަި ކަމަށް" އިޢުލާނުތއަް ކުރުމަށް ކަނޑއަަޅާފައވިާ ތަނެއްގައި ބަހައްޓައިގެން
މަންޓް ސެކްޝަނުން އޭރު މނާަ އުއޮތުމުން ޕްރޮކި)ސެމިކޯލަން( އަދި" ލިޔެފއަި ؛  "، ބަޔާންކޮށްފއަި އޮތް އިރު

ކުރަމުނގްެންދިޔައީ ދެގޮތުންކުރެ ގޮތެއް ޚިޔާރުކުރުންކަމަށް ވީނަމވަެސް، މާލިއްޔަތު ގަވާއިދުގެ އިސްވެ 
ބަޔާންކުރި މއާްދާ އެފަދއަިން މާނަކޮށްފއަވިަނީ، ޝަރުޢީ އަދި ޤާނޫނީ އެއްވެސް އަސާސަކަށް ބަލައިގެން 

 .ނޫންކަން
 ުށަހެޅިފަރާތްތަކަށް ބަލއާިރު، ބިޑުހުށަހެޅި ތިންފަރާތަކީ، ގުޅިގެން އެއްފަރާތަކަށް ބިޑުކާމިޔާބުކޮށްދިނުމަށް ބިޑުހ

 ން.ބިޑުހުށަހެޅި ފަރާތްތަކއެްކަ
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  ުމަންޓް ސެކްޝަނގްެ އުމިނިސްޓްރީ އޮފް އެޑިޔުކޭޝަނގްެ ޕްރޮކިމަސައްކަތް ޙވަާލުކޮށްފައިވަނީ އެވަގުތ
 ޤާމުގައި ހުރި މވުައްޒަފާ ގުޅުން އޮތް ފަރާތކަާކަން. ގެ މަޑިރެކްޓަރ ޖެނެރަލް

 މައްސަލަ ދިމވާާން މެދުވެރވިާ ސަބަބު:
 .ްނޑައެޅިގެން ވަކި ފަރާތަކަށް ނާޖއާިޒު ފއަިދާ ހޯދއަިދޭން މަސައްކަތް ކުރުނ  ކަ
  ިނވުުން. މާލއިްޔަތު ގަވއާިދަށް އަހުލވުެރ 

 އްލު:ޙަ
 ެުވަނަ މއާްދގާެ )ހ( ގއަި، އއެްފަހަރާ ގަންނަނޖްހެޭ  8.15 ގެ 8މާލިއްޔަތު ގަވއާިދުގެ ބާބު  ދއަުލަތގ

 ،)ފަންސވަީސްހާސް( ރފުޔިާއަށްވުރެ ބޮޑުވާނަމަ އެތަކެތި ގަންނަނވްާނީ -/25,000ތަކެތގީެ ޖުމުލަ އގަު 
ލާނުކޮށގްެން ލިބޭ އަންދާސީ ހިސާބުތައް ބަލއަގިެންކަމަށް ބަޔާން ކޮށްފއަިވާއިރު، ހަމަ އިޢުޢާންމުކޮށް 

ވަނަ މާއްދާގެ )ށ(ގައި، ޓެންޑަރަށް ހުޅވުާލާ އެކަމަށް ޤާބިލު ފަރާތްތއަް  40ގެ  15ދުގެ ބާބު އެގަވއާި
ންޓްގެ އިޢުލާނުތއަް ކުރުމަށް ( ސަރުކާރުން ޕްރޮކއިުމ1ަ) -އިޢުލާނު ކުރާނީ: އިޓެންޑަރަށް ހުށަހެޅުމގުަ

ސަރުކާރުގެ އިދާރގާެ ނޯޓިސް  ންޓްކުރާ( ޕްރޮކއިުމ2ައަދި )؛ ހަމަޖައްސާ ވެބްސއަިޓެއްގައި ހިމަނއަގިެން
ނޑއަަޅާފައިވާ ތަނއެްގައިކަމަށް ބަޔާންކޮށްފއަވިާތީ، މާލިއްޔަތު  ބޯޑުގައި ނުވަތަ އެފަދަ އިޢުލާނުތއަް ކުރުމަށް ކަ

 . ގަވާއިދުގައި ބަޔާންކޮށްފއަިވާގޮތަށް ޢަމަލުކުރުން
 ުބެލެނިވެރި ފަރާތަކީ މިނިސްޓްރީ އޮފް ފިނޭންސް އެންޑް ޓްރެޜަރީ ކަމަށވްާތީ، ގަވއާިދާ  ގަވާއިދގުެ މާލިއްޔަތ

 ލީގަލް އިދާރާއެއގްެ އެ ކުރުމގުއަި މާނަ އަދި ޤާނޫނު ގުޅޭގޮތުން އެ މިނިސްޓްރގީެ ލަފާ ލިޔުމުން ހޯދުން
 މާނަކުރުން. މެދުވެރިކޮށް ކއަުންސިލް

 ިަނޑައަޅައިޢަމަލު، މަޞްލަޙަތު ފުށުއަރާ ޙާލަތގުއ އެފަދަ ޙާލަތުގައި ހުންނަ ފަރތާް ، ކުރާނެ އުޞޫލެއް ކަ
  .މަސައްކަތުން ތަނާޒުލުވާކަން ޔަޤީންކުރުން
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 މާލެ -ޕަބްލިކް ޕްރއަވިެޓް ޕާރޓްނަރޝިޕް )ޕީ.ޕީ.ޕީ( ގެ އުޞޫލުން ހެނވްޭރު މަސްވެރިނގްެ ޕާކްގައި ހުޅުލެ
އަންނަ ފެރީތަކަށް ޚިދުމަތްދޭނެ ދބެރުީގެ ފެރީ ޓްރާންސްޕޯޓް ނެޓްވަރކްގެ ދަށުން އަތޮޅުތަކުން މާލެ 

ޓަރމިނަލެއް ތަރއަްޤީކޮށް ހިނގްއަިދޭނެ ފަރާތެއް ހޯދުމަށް މިނިސްޓްރީ އޮފް ޓްރާންސްޕޯޓް އެންޑް 
ކުރަމުންދާކަމަށް  ކޮމިޔުނިކޭޝަނއްިން ކުރި އިޢުލާނގާުޅގިެން އެ ޕްރޮޖެކްޓް ވަކި ފަރާތަކަށްދޭން މަސައްކަތް

 މއަްސަލަ  ވާނެ ހުށަހެޅިފއަިބު

 ފާހގަަކުރވެުނު ކަންތައްތއަް:

 ިަހުށަހަޅާފއަިނުވާ  ލިޔުންތއަްކުންފުންޏއެްނަމަ ހށުހަަޅަންވާނެކަމަށް ބަޔާންކޮށްފއަވިާ  ،މަޢުލޫމާތު ކަރުދާހގުއ 
 ން.ކޮށްފއަވިު އިވެލުއޭޓްބިޑެއް ބަލައިގަނެ 

  ިއއާި އެކްސް އެންޓަޕްރައިޒަސއްާ ގުޅިގެން ޢަލީ 125މާލީ ޤާބިލުކަން ހާމަކުރުމގުެ ގޮތުން ބީލަން ކާމިޔާބުކުރ
އޮފް ސިލޯން އިން  ބޭންކް  އަހަރު ވަނަ 2010 އަހަރާއި  ވަނަ 2008 ހުށަހަޅާފައވިަނީ ހުށަހަޅާފއަވިާ ބިޑް

އަށް ދީފއަވިާ ދެ ރެފެރެނސްް ލޓެަރ ކަމަށވްއާިރު، އެ ރެފެރެންސް ލެޓަރ ތަކނުް އެކްސް އެންޓަޕްރައިޒަސް 
ކުންފުނީގެ ، އާދެމެދު އޭރގުއަި އޮތް ގުޅުންކަމަށވްއާިރު އެންޓަޕްރައިޒަސް  އެކްސްންކް އއާި ދއަްކުވައިދެނީ އެ ބޭ

 .މާލީ ޤާބިލުކަމަށް ފުރހިމަަ މާކްސް ދީފއަވިުން
 ުޢަލގީެ އއެީ ކަމުން ލެޓަރތަކެއް  އެންޓަޕްރއަޒިަސްގެ އެކްސް ލެޓަރތކަަކީ ރެފެރެންސް ހުށަހަޅާފައިވާ ބިޑއާެކ 

ޢަލއީާއި  ކަމުގައި ވީނަމވަެސްފެރެންސް ލެޓަރ ތަކއެް ނޫންރެ ހުށަހަޅާފއަި ދއަްކއަިދިނުމަށް ޤާބިލުކަން މާލީ
 ގެ މާލީ ޤާބިލުކަމަށް ބިޑް ކޮމިޓީއިން ފުރިހަމަ މާކްސްބިޑް އެކްސް އެންޓަޕްރައިޒަސް ގުޅިގެން ހުށަހަޅާފައިވާ 

 .ދީފއަވިުން
 'ްވާނީ، ބިޑް ސެކއިުރިޓީ އަދި ބޭންކް ރެފެރެންސް ށް މާކްސް ދިނުމގުއަި ބަލާފއަިއަ' ސްޓްރެންތް ކްރެޑިޓ

ހުށަހަޅާފައިވާ ހުރިހާ ފަރާތްތަކުނވްެސް ބިޑް ސެކިއުރިޓީ  ބިޑްވީނަމވަެސް  ލެޓަރ އަށްކަމަށް ބުނެފައި 
އދަި ބޭންކް ރެފެރެންސް ލެޓރަ  ހުށަހަޅާފއަވިއާިރު، އެކި ފަރާތްތަކަށް އެކވިަރަށް މާކްސް ދީފއަި ހުރުން

އާއި އެންޓަޕްރއަިޒަސް  ޢަލީ/އެކްސް އިން ކަމަށްވާއިރު،  އެކްސް އެންޓަޕްރައިޒަސް ހުށަހަޅާފއަވިަނީ ހަމއަެކަނި 
 .އެއްވަރަކަށް މާކްސްދީފއަވިުންއެހެނިހެން ބިޑްތަކާ 

 ުން އަންނަ ބޔަަކަށްވއާިރު، މަޢުލޫމާތު ކްރެޑިޓް ސްޓެރެންތް އަކީ މާލީ ޤާބިލުކަން/ފއަިނޭންޝަލް ކެޕޭސިޓީގެ ދަށ
ފަހގުއަިކަން  ކަރުދާހަށް ބެލުމުނވްެސް އެބަޔަށް މާކްސްދޭނވްާނީ ފއަިނޭންޝަލް ސްޓޭޓްމަންޓްސްއަށް ބެލުމަށް

އެކު ފއަިނޭންޝަލް ސްޓޭޓްމަންޓްސް ބިޑާއާގުޅިގެން ހުށަހަޅާފއަވިާ އެކްސް އެންޓަޕްރއަިޒަސް  ޢަލީއެނގޭއިރު، 
އަށް ކްރެޑިޓް ސްޓްރެންތްއަށް ފުރިހަމަ މާކސްް އެކްސް އެންޓަޕްރައިޒަސް  /ޢަލީވާއިރު ހުށަހަޅާފއަިނު

 .ދީފއަވިުން
                                                           

125
 އް ންތަކެބޭނުންކޮށްފައިވާ ޙިޔާލީ ނަ ޓަކައި ނމަަކީ މި ރިޕޯޓގްެ ބޭނުމަށްދެ މި 'ޢަލީ' އދަި 'އެކްސް އެންޓަޕރްައިޒަސް'  
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 ްފަރާތްތަކުން ހުށަހަޅާފއަވިާ އެފަރާތްތަކުގެ  އެ ،ސްދިނުމުގައިކުމާ ބިޑްތަކަށް ޅާފއަވިާހުށަހަ ވަކިވަކި ފަރުދުނ
 ން.ސް ދީފއަވިުކުމާ ކަށްތަފއަިނޭންޝަލް ސްޓޭޓްމަންޓް ހއިްސާ އޮންނަ ކުންފުނިތަކގުެ

 މައްސަލަ ދިމވާާން މެދުވެރވިާ ސަބަބު:
  ްާއިޢުލާނު ކުރުމގުެ ކުރިން އިޢުލާންކުރުމަށް ބޭނުންވާ މަސައްކަތާ އެއްގޮތަށް މަޢުލޫމާތު ކަރުދސ

 ތއަްޔާރުކުރެވިފައި ނުވުން.

  ްކޮމިޓީގައި ހިމެނިފއަިނެތުން.ކަމާ ގުޅުންހުރި ދާއިރއާިން ތަޖުރިބާ ލިބިފއަިވާ މވުައްޒަފުން އވިެލުއޭޝަނ 
 .ްއވިެލުއޭޝަންގައި މަސައްކަތްކުރާ މވުއަޒްަފުންނަށް އެކަށގީެންވާ ތަމްރީން ލިބިފައި ނެތުނ 
 .ްނޑައެޅިގެން ވަކި ފަރާތަކަށް ނާޖއާިޒު ފއަިދާ ހޯދއަިދޭން މަސައްކަތް ކުރުނ  ކަ

 އްލު:ޙަ
 ީކުންފުނގީެ އެންމެ ފަހގުެ މާލީ ޤާބިލުކަން  ހާމަކޮށްދޭ ލިޔކެިޔުންތކަަކީ ޤާބިލުކަން ބިޑއާެކު ހުށަހަޅަންޖެހޭ މާލ

 ން.ބަޔާންކުރު ކަރުދާހގުއަިލިޔުންތަކެއް ކަމުގައި ވާންޖެހޭނެކަމަށް މަޢުލޫމތާު   ދއަްކއަިދޭ
 ިަންޓް އިންޕްލިމެންޓޭޝަން/ޑވިެލޮޕްމެ ،ނޭންޝަލް ކެޕޭސިޓީ ހރުި ފަރާތެއްތޯ ނުވަތަ ނނޫތްޯ ނިންމުމގުއަާއި ފއ

ތަކެއް ޠުޕްލޭނއްއާި ބޒިްނަސް ޕްރޮޕޯސަލް ކްރައިޓީރިއާ އިން "ޕާސް" ކަމަށް ބަލާނީ ކޮން ޝަރު
ނޑައަޅައި އެކަން    ކަރުދާހގުައި ހިމެނުން. މަޢުލޫމާތުލއިުމުންދޭ ފުރިހަމވަުމުންކަން ކަ

 ްއަމޒާުކޮށް ހޯދާފއަވިާ ބޭނކްް  ބޭންކް ގެރެންޓީއަކީ ސީދާ ޕްރޮޖެކްޓަށްއެ ހުށަހަޅަންޖެހޭނަމަ، ގެރެންޓީއެއް ބޭންކ
 ކަރުދާހގުައި ބަޔާން ކުރުން. ގެރެންޓީ އަކަށް ވާންޖެހޭނެކަމަށް މަޢުލޫމާތު

 ެނޑައަޅައި، ރކިުއަރމެންޓްތަކއެް މިނިމަމް ޕްރޮޖެކްޓގްެ މަސައްކަތް ކުރިޔަށގްެންދާނ  އއެް ކޮންސެޕްޓް ކަ
ވަތެއް ޢުޞީލުކޮށް ބަޔާންކޮށް ބީލަން ހުށަހެޅުމގުެ ދައިން ބޭނުނވްާ ކަންތއަްތައް ތަފް އެ އިދާރާށް، ތއަްޔާރުކޮ

 ން.ންމުކޮށް ހުޅުވާލުއާތައްޔާރުކޮށް 
  ާތަކަށް މާކްސް ދިނުމގުއަި މިނިމަމް ރކިުއަރމަންޓްތއަް ފުރިހަމވަާނަމަ، އެބައެއްގެ ބީލަންތަކަކީ އެ ބިޑްހުށަހަޅ

ބެލުމަށްފަހު، ދައުލަތަށް ދއަްކަންޖެހޭ ކުއްޔއާި، ކުރާ ތަކެއްގެ ގޮތުގައި ބިޑްޕްރޮޖެކްޓް ދިނުމަށް ޝަރުޠުހަމވަާ 
 ން.ނެޓް ޕްރެޒެންޓް ވެލިއު )އެން.ޕީ.ވީ( ބޭނުންކޮށގްެން ހިސާބުކުރު، އިންވެސްޓްމަންޓް 
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 އިކުރައްވާފއަވިާ އިޢުލާނާ ކޭޝަނއްިންޔުޓެކްސްޓް ފޮތް" ގަތުމަށްޓަކައި މިނިސްޓްރީ އޮފް އެޑި 03"އޯލވެެލް 
 މއަްސަލަ ގުޅިގެން ހުށަހެޅުނު

 ފާހގަަކުރވެުނު ކަންތައްތއަް:
 ބިޑްގެ  ފަރާތެއްގެ 2 އޭގެތެރެއިން  ހުށަހަޅާފއަވިީނަމވަެސް، ބިޑް  ފަރާތަކުން 4ފުރަތަމަ އިޢުލާނާ ގުޅިގެން 

 މަތނިް  އެންމެ އވިެލުއޭޓްކޮށް ބިޑް ފަރާތގުެ 2 އަނއެް ބޠާލިްކޮށް ތީ، މި ދެ ބިޑްފުރިހަމަނވުާ ލިޔކެިޔުންތއަް

 ން. ލުކޮށްފައިވުޙަވާ އެމަސައްކަތް ފަރާތަށް ލިބުނު ޕއޮިންޓް

 މައްސަލަ ދިމވާާން މެދުވެރވިާ ސަބަބު:
 ދއަުލަތުގެ މާލއިްޔަތުގެ ގަވާއިދަށް އަހުލުވެރވިެފައިނވުުމާއި މާލއިްޔަތު ގަވާއިދަށް ޢަމަލު ނުކުރުން.

 ޙައްލު:
މާލިއްޔަތު ގަވާއިދުގެ ނަމްބަރު  ،ގައިވާނަމަނުލިބޭކަމު ބިޑް 3 ފުރިހަމވަާ ޝަރުޠު ގުޅގިެން އިޢުލާނާ ފުރަތަމަ
ފަރާތަކުން އަންދާސީ ހިސާބު ހށުަނާޅާނަމަ،  3ގެ )ބ( ގއަި ބަޔާންކޮށްފއަވިާ ގޮތގުެމަތިން މަދވުގެެން  8.19

 ހުށަހަޅާފއަިވާ އަންދާސީ ހިސާބު ބާޠިލުކޮށް އަލުން އިޢުލާންކުރުން. 
 

ނައިޓް މާކެޓެއް ބޭއްވުމަށް ހުޅުވާލވެުނު ބީލަމަކީ ވަކި ފަރާތަކަށް " ނަމގުައި 2013މާލޭ ސިޓީ ނައިޓް މާކެޓް "
 ހަދާފއަިވާ ބީލަމއެްކަމަށް ކޮށްފއަވިާ ތުހުމަތާގުޅޭ މައްސަލަ  ށްލިބޭގޮތަ

 ފާހގަަކުރވެުނު ކަންތައްތއަް:
  ުޕްރޮޕޯސަލް ހުށަހަޅާފއަވިަނީ އެއްބޔަަކު ގުޅިގެންކަން އެނގޭކަމއާި އަދި ހުށަހަޅާފއަވިާ އގަުތަކަކީވެސް އެއްބަޔަކ

އެ މަސައްކަތް ކުރި މވުައްޒަފުންނަށް ގުޅިގެން ވާދަވެރިކަން ދެއްކުމުގެ ގޮތުން ހުށަހަޅއަިފައިވާ އަގުތަކެއްކަން 
 ވުން.ކޮށްފައި  ބަލައިގަނެ އިވެލުއޭޓް ގޮތުގައި ޕްރޮޕޯސަލްތަކެއގްެ ވެރިވާދަ  ޕްރޮޕޯސަލްތކަަކީ އެ، އިރވުެސް އެނގޭ 

  ްނޑާ ޚިލާފަށ މަޢުލޫމާތު ކަރުދާހގުއަި ޕްރޮޕޯސަލްތއަް އިވެލއުޭޓްކުރާނެކަމަށް ބަޔާންކޮށްފައިވާ މިނގްަ
 ޕްރޮޕޯސަލްތައް އިވެލއުޭޓްކޮށްފއަވިުން.

 ޭތަޖުރިބާގެ " ޕްރޮޕޯސަލގްައި  ހުށަހަޅާފއަވިާ ފަރާތުން ޙވަާލުކޮށްފައިވާ  ހިނގްުން މާކެޓް ނައިޓް ސިޓީ މާލ 
ނޑައެޅިފައވިާ އެބަޔަ" ބަޔަށް މާކްސް ދީފައިވާކަމާއި، ނަމވަެސް އެ ކުންފުނިން ހުށަހަޅާފއަވިާ  ފުރިހަމަށް ކަ

 ން.ވުޕްރޮޕޯސަލއްއާެކު އެފަދަ އިވެންޓްތައް ހިނގްުމގުެ ތަޖުރިބާ ހުރިކަމުގެ އެއްވެސް ލިޔުމެއް ހުށަހަޅާފއަިނު
 ެާއެ ކުންފުނގީެ "ޓީމް" އަކީ އެ ފަދަ އވިެންޓްތއަް  ސަބަބަކީ ދީފއަވިާ މކާުސް ފުރިހމަަ  ބަޔަށް ތަޖުރިބގ

ހިނގްުމގުެ ތަޖުރިބާހުރި ޓީމަކަށް ވާތީކަމަށް، ޕްރޮޕޯސަލްތައް އިވެލއުޭޓްކުރި މާލޭ ސިޓީ ކއަުންސިލްގެ ބިޑް 
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ރޮޕޯސަލް ހުށަހަޅާ ފަރާތް ނުވަތަ ކުންފުނގީެ ޓީމގްެ ކޮމެޓގީެ ބައެއް މެންބަރުން ބުނެފއަވިީނަމވަެސް، ޕް
އިޢުލާނާ ގުޅިގެން މަޢުލޫމތާު ދިނުމަށް ބއޭވްުނު ، ތަޖުރިބާޔަށް ބަލއަި ތަޖުރިބގާެ ބަޔަށް މާކްސް ދެވޭނެކަމަށް

 ންބއަްދަލވުުމުގައި މަޢުލޫމާތު ސާފުކުރުމަށް ހާޒިރވުި ފަރާތްތަކަށް ދީފއަިވާ މަޢުލޫމާތު ކަރުދާހގުއަި ބަޔާ
 ން.ނވުު ކޮށްފއަި

 ޭމާލޭ ސިޓީ ކއަުންސިލާ ދެމެދު  އިފަރާތާރި ޙަވާލުކުމަށް ނގްުހި މާކެޓް ނައިޓް ކއަުންސިލުން ސިޓީ މާލ 
ވެފައިވާ އެއްބަސްވުމުގައި، ނައިޓް މާކެޓގްެ ޑިމާންޑް މއަްޗަށްގޮސް ގިނަ ޢަދަދއެްގެ ބަޔަކަށް ފުރުޞތަު 

އިންތިޒާމްކުރާ ފަރާތަށް ފެންނަނަމަ، އެ އަހަރެއްގެ ތެރޭގައި  މަށްއްވުނުލިބުމގުެ ސަބަބުން އިތުރު މާކެޓއެް ބޭ
)އެކެއް( މާކެޓް ބއޭވްުމުގެ އިޚްތިޔާރު އެ އެއްބަސވްުމގުެ ދަށުން މާކެޓް އިންތޒިާމްކުރާ ފަރާތށަް  01އިތުރު 

ދވުަސް ކުރިން މަސް  03މަ އެ މާކެޓއެް ބއޭވްުމުގެ ލިބގިެނވްާކަމަށާއި، އެގޮތަށް އިތުރު މާކެޓއެް ބާއްވާނަ
ޖެހޭނެކަމށަް ބަޔާންކޮށްފއަިވާއިރު، މާލޭ ސިޓީ ކއަުންސިލގްެ އިދާރއާިން މާލޭ  ސިޓީ ކއަުންސިލަށް އަނގްަން 

ސިޓީގައި ނައިޓް މާކެޓއެް ހިނގްާނެ ފަރާތއެް ހޯދުމށަް ކުރި އިޢުލާނގުއަިވެސް، އަދި އެ އިޢުލާނާ ގުޅގިެން 
ށް ހާޒިރވުި ފަރާތްތަކަށް ދީފއަވިާ މަޢުލޫމތާު ކަރުދާހގުއަވިެސް، ދނިމުގުެ ބއަްދަލވުުމަ ބއޭވްުނު މަޢުލޫމާތު

 ވުން.އަހަރަކު ބޭއްވޭނީ ކިތައް ނައިޓްމާކެޓްކަން ބަޔާންކޮށްފއަިނު 

 .މައްސަލަ ދިމވާާން މެދުވެރވިާ ސަބަބު:
 .ްމާލއިްޔަތު ގަވއާިދާ އގެޮތަށް އަމަލު ނުކުރުނ 
 ުން.ވަކި ފަރާތަކަށް މަސައްކަތް ދިނުމަށް ބާރު އެޅ 

 ހައްލު:
  ޯނވުަތަ ޕްރޮޕޯސަލް ހުށަހަޅާ ފަރާތްތކަކަީ އއެްބަޔަކު އަނެއްބަޔަކާ ގުޅގިެން ހުށަހަޅއަިފައިވާ ޕްރޮޕޯސަލްތަކެއްތ

 .ކަށަވަރުކުރުންނޫންތޯ ބަލައި 
 ިން ގުޅިގެންލިބޭ ޕްރޮޕޯސަލްތއަް އިވެލުއޭޓްކުރުމގުެ ކުރި ތަކާނުއިޢުލާ ކަންކަމަށް ޕްރޮޕޯސަލް ހޯދުމަށްކުރާ އެކ

އެޕްރޮޕޯސަލަކީ، ޕްރޮޕޯސަލް ހޯދުމަށްކުރި އިޢުލާނގާުޅިގެން ދވެިފައިވާ މަޢުލޫމާތު ފުރިހމަޔަަށް އެކުލެވޭގޮތަށް 
 .ފއަވިާ ޕްރޮޕޯސަލއެްތޯ ބެލުންހަޅާ ކަމާބެހޭ ލިޔުންތކަާއެކު ހުށަ

 ްވޒަަންކުރާ ކޮމިޓގީެ  ގެންދއާިރު، އެބީލަމަކާ ގުޅގިެން ބާއްވާ ބީލަން ބީލަން ވޒަަންކުރުމގުެ ކަންތައް ކުރިއަށ
ބއަްދަލވުުންތަކުގއަި އެކޮމިޓީގެ މެންބަރުން ދއަްކާ ވާހަކަތަކއާި ނިންމާ ނިންމނުތްއަް ތަފްޞީލުކށޮް 

 .ބެލެހެއްޓުން ،ކޮމިޓީގެ މެންބަރުން ސއޮިކޮށް  ،އެނގޭނޭހެން ކޮމިޓގީެ ޔއަުމިއްޔާ ލިޔެ

  ިވަކި ކެޓެގަރީތަކުން މާކުސްދިނުމގުއަި ބީލަން އެބީލަމަކާ ގުޅިގެން ހުށަހަޅާފއަވިާ ޕްރޮޕޯސަލްތަކަށް ވަކ
ނޑުތަކާއި، ވަކިވަކި  ވޒަަންކުރާ ކޮމިޓީން ޢަމަލުކޮށްފއަވިާ ގޮތާއި، ރިޢާޔަތްކުރި ކަންތައްތަކާއި، ބެލި މިނގްަ
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ކުރވެިފައިވާގޮތގުެ ތަފްޞީލީ މަޢުލޫމާތު ލިޔމުނުް  ލަ މާކުސް ހިސާބުމްކެޓެގަރީތަކުން ބީލަންވެރިންނަށް ލިބޭ ޖު 
 .އްޔާރުކުރުމާއި، އެ ލިޔުންތަކުގައި ބީލަން ވަޒަންކުރާ ކޮމިޓީގެ މެންބަރުން ސޮއިކޮށް ބެލެހެއްޓުންތަ

 

 ފހާގަކަރުވެޭ އހެނެހިނެް ކނަތްއަތްއަް 
 

މއަްސަލއައާި އަދި މިނޫނވްެސް މިފަދަ ބިޑިން ޕްރޮސެސއްާ ގުޅުންހުރި މައްސަލަތަކގުައި  5މަތގީއަި ފާހގަަކުރެވުނު 
 ފާހގަަކުރވެިފައވިާ ބއައެް އެހެނިހެން ކަންތައްތައް ފާހގަަކޮށް ތިރގީައި ހިމަނާލަމވެެ.ކޮމިޝަނަށް 

 

ޚިދުމަތގުެ އަގުތަކަށް އަންނަބަދަލުތަކއާެކު މާލިއްޔަތު ގަވާއިދގުެ 'ޕްރޮކިއުމަންޓް މިންގަނޑު' ގައި ހިމެނޭ  .1

 ފައިސގާެ އަދަދުތއަް ރިވައިސް ކުރުން 

 ދިނުމގުެ  މަޢުލޫމާތު ގުޅގިެން އިޢުލާނަކާ އެ އިޢުލާންތަކގުއަި، ކުރާ މަށްހދޯު ޕްރޮޕޯސަލް އކެިކަންކަމަށް .2
ނޑައެޅުމުގައި އެ އިޢުލާނއެް ގޒެެޓްގައި ބަޔާން ހުށަހެޅުމަށް ޕްރޮޕޯސަލް އަދި ބއަްދަލވުުމަށާއި، ކުރާ މއުްދަތު ކަ

ނޑައެޅުމަށއާި، އެގޮތަށް މއުްދަތު ކުރެވޭނެކަމަށް ލަފާކުރވެޭ ތާރީޚަށް ބަލައގިެން މއުްދަތު  ޝއާިޢު ކަ
ނޑައަޅާއިރު މަޢުލޫމާތު ދނިމުގުެ ބއަްދަލވުުމަށް ޙާޟިރުވުމަށް ވެސް އެކަށގީެންވާ މއުްދަތެއް ދިނު  ން.ކަ

"ގެ ގޮތުގއަި އެއވްެސް ފައިސާއެއް މޭޖަސްޑެ މަސައްކަތއެް ނިމުމުން އެ މަސައްކަތަކާ ގުޅިގެން "ލިކްއިޑޭޓެޑް .3
 އިސާ އުނިކުރުމަށްފަހު މަސއަްކަތުގެ އަގު ދއެްކުން.އުނިކުރވެޭނަމަ އެ ފަ

 .މަލުކުރުންޢައެއްގޮތަށް  އިދާފްކުރުމުގެ ގަވާ ޢާމަ އެއް މަޢާފްކުރާނަމަ،ދއަުލަތަށް ލިބެނވްާ ފައިސާ .4
އިޢުލާން  ޕްރޮޕޯސަލް ހުށަހަޅގާޮތަށް އެއް ވަގުތެއްގައި  ފުރުޞަތު އިޢުލާނާ ގުޅިގެން ޕްރޮޕޯސަލް ހުށަހެޅުމގުެ .5

 .ކުރުން
 ރުން. ގައި އެކަށީގެންވާ އެންމެ ކުޑަ އަގަކީ ކޮބައިކަން ބަޔާންކުހުމަޢުލޫމާތު ކަރުދާ .6
ނޑައަޅއަި އެކަން ލިޔުމުން އަގު އެންމެ ކުޑަ .7  އގެެން އޮތުން. ކަނޑައަޅާއިރު ވަކި އުޞޫލެއްގެ ދަށުން އަގު ކަ
 މާކްސް ދޭނެ ޓގަަރީތަކަށްކެ-ނުދިނުމަށްޓަކއަި ސަބް  ތުޞަފުރު ދވެޭނެވަކި ފަރާތަކަށް ގިނއަިން މާކްސް .8

ނޑއަެޅުން.    އވިެލުއޭޓްކުރުމުގެ ކުރިން ކަ

 ހވަާލުކުރާ މަސައްކަތްތަކުގެ ފެނވްަރު ދަށްވާ ފަރާތްތަކަށް ބްލެކްލިސްޓް ކުރވެޭނެ ނިޒާމއެް ޤއާިމުކުރުން. .9

އިދާރާތަކުން އެކި އވިެލުއޭޓް ކުރުމުގައި މާލީ ގާބިލްކަމާއި ފަންނީ ގާބިލްކަން ވަޒަން ކުރުމުގައި އެކި  .10
  ގޮތްގޮތަށް ޢަމަލުކުރުން.
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 ނނިމްނުް 
މި ޑެސްކް ރވިިއުއިން މައިގަނޑު ގޮތެއްގައި ފާހގަަ ކުރެވުނުކަމަކީ އިދާރާތަކުން ޢަމަލުކުރާ އުޞޫލުތއަް ލިޔެވިފއަި 

ނެތުމަކީ ކޮރަޕްޝަނަށް ވަރަށް ބޮޑަށް ހުޅވުިފައވިާ ދޮރަކަށް ވާތީއާއި ނވުާކަމވެެ. އުޞޫލުތއަް ލިޔވެިފއަި
ވާލުވގެެން ތިބޭ ފަރާތްތަކުން ބނޭނުގްޮތަކަށް އެކަންކަން ކުރުމުގެ ހަމަސައްކަތްކުރަން އެ ވަގުތަކު މިކަމގުެސަބަބުން 

މވުައްޒަފުން ކޮރަޕްޝަނގްެ ކަން ފާހގަަކުރަމވެެ. ހަމައެއާއެކު، މަދުން ނަމވަެސް ބއައެް ފުރުޞަތު ލިބިފއަވިާ
ޢަމަލުތަކގުއަި ޝާމިލވުެފައިވުމގުެ ސަބަބުން މވުއަޒްަފުންގެ މެދގުއަި ނޒަާހަތްތެރިކަމއާެކު މަސައްކަތްކުރުމގުެ ރޫޙު 

 ކޑުަކަމާއި މާލިއްޔަތު ގަވާއިދަށް އަހުލުވެރވިެފައިވާ މިންވަރު ކޑުަކަން ފާހަގަކުރވެިފައިވެއެވެ.

މުވައޒްަފުންގެ މެދުގައި ، ގެ މުވައްޒަފުނގްެ މަސއަްކަތުގެ އަޚްލާޤް ރަގަޅުކޮށް އިދާރާތަކު އެހެންކަމުން، ސަރުކާރުގެ
ން ޚިދުމަތްތއަް ދިނުމގުއަާއި އިދާރާތަކުނޒަާހަތްތެރިކަމއާި ޕްރޮފެޝަނަލޒިަމް ކުރއިެރުވުމަކީ މުހިއްމުކަމެކެވެ. 

ޤާނޫނާ ގަވއަިދުގެ ތެރއެިން އިދާރީ ، ހަނިކުރުމގުައި  އިދާރާތއަް ހިނގްުމުގައި ކޮރަޕްޝަނަށް ހުޅވުިފއަި ހުރި ދޮރުތއަް
ޤއާިމްކުރުމާއިއެކު ތަންފޒީުކޮށް، ނަޒާހަތްތެރިކަމގުެ އަސާސީ ސިފަތކަަކީ ހުރިހާ އުސޫލުތއަް ، ހިނގްުން ބައްޓަންކޮށް 

އިދާރއާަކުންވެސް ކުރއިަރުވަން ބާރއުަޅާ އަސާސްތަކަށް ހެދުމީ ޚިދުމަތް ލިބގިަންނަ ފަރާތްތަކުން އެ އިދާރާއަކަށް 
ކަތް ކުރިކަމގުއަި ވީނަމވަެސް، ކުރާ އިތުބާރު ބޑޮުވާނެކަމެކވެެ. މުވައޒްަފުން ނޒަާހަތްތެރިކަމއާެކު މަސއަް

ޤަބލޫު ނުކުރވެޭނަމަ، އެއީ ތްތެރި ބއައެްކަން ޚިދުމަތް ލބިގިަންނަ ފަރާތްތަކަށް ހައެމުވައޒްަފުންނަކީ ނޒަާ
އިދާރާއެއގްެ ހިނގްުމަށް އެޅޭ ހުރަހަކަށް ވގެެންދާނެއެވެ. އެހެންކަމުން، މވުައްޒަފުންނަކީ ނޒަާހަތްތެރިކނަް 

ކަން ޚިދުމަތް ހޯދާ ފަރާތްތަކަށް އަންގައިދީ އެފަރާތްތަކުން އިދާރާއަށް ކުރާ އިތުބާރު ބޮޑުކުރުމަކީ ކުރިއަށްނެރޭ ބައެއް
 މުހިންމުކަމެކވެެ.

 ޙވަލާާ ލސިޓްް 

 545ޞފޮްޙާ ، 526ސމުާރު ނަންބަރު ، 2އެނެކސްް ، 2014އހަރަީ ރޕިޯޓް ކޮރޕަްޝނަް ކމޮޝިނަގުެ -އެންޓި

 397ޞފޮްޙާ ، 425ސމުާރު ނަންބަރު ، 2އެނެކސްް ، 2014ރޕިޯޓް  އހަރަީކޮރޕަްޝނަް ކމޮޝިނަގުެ -އެންޓި

 274ޞފޮްޙާ ، 334ސމުާރު ނަންބަރު ، 2އެނެކސްް ، 2014އހަރަީ ރޕިޯޓް ކޮރޕަްޝނަް ކމޮޝިނަގުެ -އެންޓި

 384ޞފޮްޙާ ، 413ސމުާރު ނަންބަރު ، 2އެނެކސްް ، 2014އހަރަީ ރޕިޯޓް ކޮރޕަްޝނަް ކމޮޝިނަގުެ -އެންޓި

 18ޞފޮްޙާ ، 29ސމުާރު ނަންބަރު ، 2އެނެކސްް ، 2014އހަރަީ ރޕިޯޓް ޝނަް ކމޮޝިނަގުެ ކޮރޕަް-އެންޓި
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މ. ޝިޕްޕްލާޒާ، 2 ވަނަ ފަންގިފިލާ
އޯކިޑްމަގު

ވެލާނާގެ، 12 ވަނަ ފަންގިފިލާ
އަމީރުއަހުމަދު މަގު
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