0 22,0,

SR PN

(3
i
2
e

2 7

-

g

UNIVERSITY
-

4
z
SZAX2S
>z
2

(NPAL2S SXsPrA

-

o

¢ oS-

SAe

THE MALDIVES NATIONAL
o

2 d
[

>
-
rd

2
2A5
g

z
7 Or s

Z 2> >

o
CBASIN SINF ,VRL FASS OAVYVS SEVADS

s ¢
@ S rn

Zz -

01
28
28
- Ed
S I @r—is 9N
-
-
-
R
o0 -

e
S oA
L

A
e

/

Z -
-

PRI 1o
Cd

>2-0c¢coc
2-r0coc
KO @ g
o 2,
P

MNU/UC/2026/4

-

2026

2026
- » oc¢ oc¢
://l ('/"‘/"/1‘)/1

S, o 00,

€ cccecce

”

7 € O ¢

-

-
o3 >
2

-
'’
-
L
-

or 2

o> 2
AL VS AN I~ A E

Z 0 2

o
SIS IVF EANS P AIIK SRS AL PIA
b
¢ o0 ¢
b
g z 7
22 or

A PN SISV

-

2
i

P ISP A @<
¢ >

RE Y R s

4
o
-

€0 2, 0r7 0

oc -
A2V

o
-

- z
v
4

L

A0 2 <
bl

Ny

Zr D

z-
SVP SN2 AVOHN
rd

g

€ 27 2

[N - d
‘oS>

)
)
)
()

S

4
£

%

L&

AOI A9 S

b2
>z
>z

P al ]

e

> 2.
(}.A_y.:
-

2

2, 0 -

2~ 0 -
Pt ad
2~ 0,

) 16/2014 2225 2
£5) 2/2008

z

) (18/2016)

o
—v s
or 2 2

) 2014/R-377

~ O ¢
2

P4

Z o0~- >
AKX F
o
’-_Jjug
z
>3z ewez?
(J”./“.f /’/lj
7 2
P s
L
- -

[
2

SS s@pAVA K e S

>z

¢ 22, 2 O0r >
22>

NOA VA f
e

cccecccoro

CBASSPIVI—AN SADLAF FORY,

i
CNr 0 39—

-

4
g

CArFr—rN AKX SA

s 2z

2 o 2, 2 O
- - -

o~ 20¢cc

FOPAL G KA



Wiy

2 2
v

16/2014 Z255

(3
5

2350

¢ ~»Zo
PANSSA
e

2
5

[

o

~
(S22 S50

o
—rv s

s 2 O0r O
z

NS PAHAIY SANPDS VAXI—AXF

¢ oc

7222 2

o
—rv s

z

)
()
(=)
()
)
()
)
()

]
2
esv
e

>
7z
'

o
o

’—’/“6

z

'
c>¢
o

-

z

2 -0 -
L 4

o 22 >
N
”

s 2
-

(- g
» 0 > 72
SFlVIS AFFVSF IS AY
z
3%,
SISOV A
ox 2o ¢
OS5 SIS IVA
Crrsrsrsr
Pl L L ad

-
©o~r Oo0r

z

e
(3
-

5
-

e
e
e
¢ o ¢
18
2 oc
-4
—a9
rd

020 cwede
CNSrp ARV Spva > r—rp
o >>
o

o>

'

-
o Z

usS

s

P
-

o>

2

S D IANBS SV FOA

4

OV PO ik oA

T

Z2c¢
e
czoz
SAS P
'
Z -
o
7 e
—

03 > 2 >,
5

MRV S PN SA FORVFSA® VK<V

(3
z
7 7 e
z

-
s O0r

VRr—A R f FVAISS ARRII— AN

-
22, 2 o0r >
z -

4 0 0~ 0cCt C
22
YN AAN XS

o
g
o3¢

r
s € C

-
©0r 2252, 0r

o
P

— g ASKe 5O

z

<

z
20 .- 0

B AIIIIIA SV PAS ASPI— K OIT AA

i

©0r - 0~
2
cce

o 22> -

Z2¢

SN2 30 roVvIvv

-

¢ 2

o
-4

s 7 07 2 C

AVv@rO s

-
-

"

rd
o
—v s
rd

z

z
-

oz o s 27
—sS r—ap er—nx
rd

o - Or 7 C

AN <P

2
v,

Ny

5

)

ce
i

g
o0 22,

ALLONA SNV SPOV
‘/v_;/)/v A0 9 Vi @

0, 2,0 D0 -

P

2.2~ c -
‘/VJ.I./.,:"
z -

o3 2

Zo ¢ 7 ¢
VA
2 z

or 2 ¢ P

2

SIS F P FOIA SINF SIS

-

o >

1

z
NSRRI S S0P

€ 0 2¢ce or -

r

-



o >0 ¢ co > <z 2 z o- »g 20 2¢c o0z, >
S z«y,-‘,o/.n SR D ./4’—' BB ad ./“’—1;/“ IS e S S0 (/)
- z - z z

\

¢ -~ ¢cce P x o e ¢e>>, > o0 - 2z s O0r ©02Cr,
SIS ;I VA »C OO c PAIOIS S S SAROY O AS KL SS9 —> 6 PSS IF—AND IS (/)
z z 7 e e

€ ccoc¢ < z [ s 7 s o ¢ o >2r- € 2r 02 < s 7 o> o Cr s
'_P/I_P/"_f’j I'/IE)V /‘/’f//l .f)_c‘.f/)fv f’—’/l; ’—',9/"/} SO 5A2 A (o PN ANA@DPI—

¢ d>2r0r - s 0r - ¢czor [ R ¢Cr > 2o, s 2, 0> Zor > 2,2, 0r cevor 27
SPVANI—D AV @rOViAOVANN 505 Sors PV NSO SAND SrAXY S50 [ SVEOVANK 2£59 (/’)
g P e 7 ' z ” Fd
ceceZ?2 ¢ O0rO2rr 2, s O 222, P 2
f/’/"/’)'-ﬂ ARSI F 252 S SRR K5
s z -
2.2~ ccec zor o0 ox2  2- s s Or s e C [ L4 o < . 2”02 e2 . 2”7
S S5 A5 BAICIIC I VS S A0 A2 Pl Ss85 60 Sely SO SN2 sS Sz (./“)
z - z P T ' d
cer 2cz- ¢c>7 o o> ceoce c>z2- ¢ 20,0 ¢coOr >
CIASVASV ALY FI—rvA (ros ./“g’n./}./ ./“Vf}f/v—' S alaP Ve /“}/“_,S./“J/.A/V
- - -
0292 or o©0ro00 S, 0 0
SRV EFIP® ALIDII AV LOLPIIII
Cd r'd r'd r'd
L0~-r 20
s ()
-
o c - 73 O O0>X © ©0 ¢ ¢y o>z (- (3 e Zz - z o s Or o 3
A2V ’—'&’/‘”/j FA o v @ /"‘ﬁ/"’ 7~ /’ JVJ° S BANF P, Pl Lol el Lo P avad 2 d 1
T e 2 - z -
¢ ¢ 0 coxor z ©0r s 0 -7 22 2, 22 c 22 s 2
PSSV S SV O AN /“.4(./"1’2’ SPOPr— X F SOPANF SIS
- - -
¢ ez o0>3,r0-> 0x>320- 0c? 2 o0 ox o Z- o0 CO2r- e e o s 2r 0z . - 2

SABLBIPF ENS D FURAAL APJA RAV— FVSN® ©ONF SE9NF ~@/i8A o i rF3a0
P - P g ' z

c¢Cc o0 ~ree? o0 >3- 0r 2 P Srr o » o0 » ccZr ¢ >
CIISAR S BRIV F AN P IS A SO F Or— < o2 S S se2rv ‘1
- z v z - P
CeCeC 20rs 22,7 Orrr > o0~r - 22> e o227 ez - s 20,2 253 -~ O 2 »
CBASIINARY IO SAPSKF SVPPOASA SIS SPAFES CANSVPPO IS KVVO IANFES -2
- - Z - - -7 2z
cecec zoee 232, 0 2 orz- ¢ rec e €2, sz o s s Or
PASrBIS @G MNP A3 S ASKE 5095 | o F—a’ 3
- - -

[- P g

Py

”’? € 2222202 0”40 222, 2 O0r O 2, 0 - > 22z P (-4 23, 2 [

ArE SOSPAL SRVNSE ASKUEI—AK S ’—*/vg) 16/2014 <o~ir <% are Srrieiv 5w
- z

cce z s O - o - ¢ 2% 2 -
'.7/’/",—“.»"/’ -4.:")'}/’,} .P/"/"/"/i /“f? Ss°s .9/’-"
’d

(- (- g €222 > ¢ 0 Jc¢e Zz > c orce - . > -4
e n/".z‘)f SOSAVARISL NISALPI z«)ﬁf .(.4,) 1 o5 (v)
'’ td



()

)

- 2

@ <9 i"/’

[ e
oy

td

;/
A
o

Zz -

) 2
25 3

2 &
> p2

rd

(

z > >

S BANSAN SINF A SAVLP

.
e

4
SV JANFES A VOIS e
-
or -

-

2
d

2 22
-

z - -
2,

-

3
€ ¢ ¢ccecce

-
-

z

z
g

-

o
¢ o >

-
-

2>

VI SSRKIAS S PI—R SIN

o 2 >
z

L

s SUesASls

-

orce - © 2, CO2-2

¢ 02>
IS IF S S oo
s

'

o ¢

Wy

2 2
Fed

16/2014 2225

17 5

cz2o02 -~ -

S PN I

o¢crr oO-r o >
(/v/?

SE oSS ANSI—A D

22¢r >

vy

11
12

2
e

3
AN
3
S2S5sr FIIARAR P r—AN> 7
o -
z 7 Pd
e e 20 2>
[ &a e
-, s @
cecezoc or >
CBAI B ARV
rd

z
s Or
i

-

I PAA APV ), POIA

-

-
2>2%o0¢

-
s O

P

czo0r 2

POVANN PAFSA S@PI— X oI
'

2 o
’

ASLLOIZ 10~ PP A SIS S
o
’

cocrr or
R d
0rdr 2

s 23
z
-

-
-

s
z
€ >22¢cr 2
2

'l

-

A
¢ 27 ewez2
-
z -
or 0%,

-
<
o

g
z

i FVRPAF PAF

e

2 >
4

Y pr— 5@ o

z

2,

CEBASSIAN SN F SV AIP ANSPOS SAAII—AS VS

.4_;5,0 ANNS @A F ES

(3
@,
o

e

e«wezz -
e
-

cecceee
s O

e

- o0
-

4

cor 2
s
or 2
AL LISV
< » z
z -
€ o0 2¢cc or
-

Vaorrs >

z
2

L 2
S0 52 ,9.4.:_,1/;_;.: SFAPA X
3
>

-
-

>

bl

-0 o .-
¢ > >
529,

FOIPBAS S SVAOLAN SIS S A

z

(Code of Conduct)

€ >2r 02
or 2



2 220o2r. 720 -
J").//‘/ SO FAN2 ..ff AJ}’—‘J

< cc oc s 2 ¢ Pl [3 [- B eyl 2 2 z (- g [3 < Ps Pg x ¢

»9.4/")/* ASPAG P2 V/; A PO PNOBI— SBBI— S IO Vo CAANII—AND Sl ASLOAI S
' b rd rd e

27 (- 3 P d EE 22¢ 7 20 - P d P

[ ard -z 2 2, 3
/IJ)V ASY AA ‘.7/*}/1)//'./ P2FAN2 S5 A.ff’—'.f Bt el /l.f.t‘/’/" SOFPV AP SALS o
- z P z

13



—ril 535 58325

grmrpn 2a% searzsp

THE MALDIVES NATIONAL
UNIVERSITY

POLICY ON ANTI-SEXUAL
HARASSMENT AND ABUSE

Policy Number: MNU/UC/2026/4
Version: 1.0

Approved on: 28th September 2026
Effective from: 28th September 2026

Approved by:

University Council

1. Purpose and Zero-Tolerance Commitment

The Maldives National University (MNU) is committed to providing a safe, respectful, and dignified
environment for all staff and students. Sexual harassment is a violation of fundamental human rights
and is strictly prohibited. MNU maintains a zero-tolerance policy; any person found to have engaged
in sexual harassment will face stringent disciplinary action, including summary dismissal.

. Legal Framework

This policy is governed by and strictly adheres to the following national laws:

a) Prevention of Sexual Harassment and Abuse Act (16/2014).

b) Regulation on the Functioning of Sexual Harassment Prevention Committees (R-377/2014).
c) Employment Act (2/2008).

d) Gender Equality Act (18/2016).

In addition, this policy shall also be interpreted in line with principles of natural justice, procedural
fairness, confidentiality, and protection of human dignity.

. Definition of Sexual Harassment

In accordance with Section 2 of Act 16/2014, sexual harassment includes any unwelcome sexual
advance, request for sexual favours, or other verbal, non-verbal, or physical conduct of a sexual
nature. Sexual harassment may occur between persons of any gender and may occur between peers,
supervisors and subordinates, staff and students, or third parties interacting with the University
community. Sexual harassment may occur through physical, verbal, written, visual, electronic, or
online conduct, including through social media, messaging platforms, email, or other digital
communication methods. This includes, but is not limited to:

a) Physical touching or unwanted bodily contact.

b) Sexual jokes, innuendos, or leering.



h)

Sending sexually explicit messages, images, or emails.

Suggesting that employment or academic benefits are contingent upon sexual favours.
Repeated unwelcome requests for dates or personal interaction.

Displaying or circulating sexually explicit or offensive material.

Cyber harassment, stalking, or intimidation of a sexual nature.

Comments or behaviour creating a hostile, intimidating, humiliating, or offensive environment.

. Sexual Harassment Prevention Committee (SHPC)

As mandated by Section 18 of Act 16/2014, MNU maintains a standing SHPC to ensure impartial

investigations.

a) Committee Endorsement: By Human Resource Management Committee

b) Composition: Minimum of 3 members appointed by the Vice Chancellor.

c) Gender Balance: In accordance with the Act, at least one member must be female (MNU policy
targets 50% female representation where possible).

d) Chairperson: A senior University official appointed by the Vice Chancellor.

a)

b)

c)

d)

e)

. Committee Mandate:

To receive, investigate, and recommend actions on complaints of sexual harassment within the
University.

To promote awareness of Anti-Sexual harassment policy, Zero-tolerance policies and sexual
harassment prevention practices.

Members of the Committee shall declare any conflict of interest in relation to a complaint and
recuse themselves where impartiality may reasonably be questioned.

The Committee may seek legal, psychological, medical, or other professional advice where
necessary while maintaining confidentiality requirements.

Members of the Committee shall receive appropriate training on handling sexual harassment
complaints, trauma informed approaches, confidentiality, and procedural fairness.

. Filing and Investigation Procedures

a)

Filing: Complaints should preferably be submitted in writing to the SHPC within 6 months of the
incident. However, the Committee may accept complaints submitted beyond this timeframe
where there are reasonable grounds for delay. A complaint may also be submitted by a
representative or support person acting on behalf of the complainant where appropriate. Both
parties shall have the opportunity to present evidence, identify witnesses, and respond to
allegations before a decision is made.



b) Protection: The Committee may recommend interim measures to the HR Department, such as
temporary transfers or paid leave for the complainant, to ensure safety during the investigation.

c) Investigation: The SHPC shall investigate the matter within 60 days, ensuring strict
confidentiality and a fair hearing for both the complainant and the accused. The SHPC shall
maintain written records of proceedings and evidence in a secure and confidential manner. All
parties involved in the investigation process shall maintain strict confidentiality and refrain from
unnecessary disclosure of information relating to the complaint.

7. Decision Finalisation and Implementation

In accordance with Act 16/2014 and Regulation R-377/2014, the following procedure applies:

a) Finalization of Decision

1.

Verdict: The SHPC shall determine if harassment occurred based on the “balance of
probabilities” The SHPC shall ensure that findings and recommendations are based on
evidence gathered during the investigation and consistent application of the “balance of
probabilities” standard.

Confidential Report: The SHPC shall produce a final report detailing findings and a specific
recommendation on the disciplinary level (Level 1, 2, or 3).

Submission: The report is submitted directly to the Vice Chancellor and the HR Head for
official implementation.

b) Implementation by HR Department

1.

Official Sanction: HR shall issue formal disciplinary notice based on SHPC’s
recommendation.

Procedural Fairness: If the recommendation is Level 3 (Summary Dismissal), HR must
ensure compliance with the Employment Act (2/2008).

Administrative Record: Decisions shall be placed in the employee’s personal file.

Notification: The Committee and HR shall ensure to provide written notice of the final
decision to both parties within 7 days of the investigation’s conclusion.

Confidentiality: While the decision is shared, the full investigation report remains a
confidential document of the SHPC and HR and shall not be disseminated to unauthorized
parties.

The University may implement additional protective or corrective measures where necessary
to ensure the safety and wellbeing of affected individuals and the wider University
community.

8. Sanctions

Disciplinary actions are based on severity as defined in Section 16 of Act 16/2014:



a) Level 1 (Minor): Written warning and mandatory sensitivity training.
b) Level 2 (Moderate): Suspension without pay, demotion, or denial of promotion.
c) Level 3 (Serious): Summary dismissal (Termination without notice).

Sanctions may vary depending on the severity, frequency, nature, and impact of misconduct,
including whether there was an abuse of authority or repeated behaviour. For students, disciplinary
measures may include formal warnings, suspension, restrictions from University activities, or
expulsion in accordance with applicable student regulations and disciplinary procedures.

. Whistleblower Protection and Non-Retaliation

In accordance with Section 17 of Act 16/2014, it is a punishable offence to penalise or retaliate against
anyone for filing a complaint or providing evidence. MNU will protect all parties from victimisation,
intimidation, threats, coercion, discrimination, or any adverse treatment arising from participation in
a complaint or investigation process. Any act of retaliation shall constitute a separate disciplinary
offence.

10. Appeal

11.

12.

13.

Any party aggrieved by the final decision has the right to appeal to the Employment Tribunal within
the statutory timeframe provided under the Employment Act and the Regulation on Employment
Tribunal Procedures. The filing of an appeal shall not automatically suspend the implementation of
protective measures imposed by the University.

Related Policies

e Workplace Anti-Discrimination Policy (Ref).
e Whistleblower Protection Policy.

e MNU Code of Conduct.

e Student Code of Conduct.

e Other policies - IT - use of email, internet etc

Support and Assistance

MNU shall endeavour to provide appropriate support and assistance to individuals affected by sexual
harassment, including referral to counselling, medical, legal, academic, or other relevant support
services where available.

The University shall also promote awareness programmes, education, and preventive initiatives to
foster a respectful and safe University environment.
False or Malicious Complaints

A complaint made in good faith shall not result in disciplinary action merely because it is
unsubstantiated. However, knowingly making a false or malicious complaint or deliberately
providing false information may constitute misconduct and may result in disciplinary action.



