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Scenario: 2 

The mode of interaction specific to labour relations, whether it is a question of relations between employees or relations between employees and employers, has undergone a series of changes strongly influenced by the evolution of today's society, characterized by the need for affirmation of the individual, the tendency to have supremacy and control and, finally, by the lack of empathy in interpersonal relations. 
In this context, it is obvious that the legal provisions must keep pace with the new social "challenges" to protect the rights of individuals, especially the rights inherent to the human being, such as the right to life, health, physical and mental integrity (CIPD, 2020).
It is essential to underline the fact that it was necessary to establish such a provision, as there were very often cases where the harassing and discriminatory actions started especially when the employee tried to defend his rights conferred by the law or, moreover, they increased because of these actions. In this respect, it should be mentioned that the notion of "complaint" envisaged by the legislator should not be interpreted in a restrictive sense, but in a broad sense, implying also simple complaints/addresses submitted by the employee directly to the employer.
Discrimination is still a common phenomenon in the workplace, but little discussed. While at an organisational level we support equal treatment of all employees, at a personal level thing are different. People may react according to a set of values that are not always in line with the values of their colleagues, and this can create challenges in managing relationships. The new provisions in the Labour Code come with much clearer prohibitions and sanctions for discriminatory behaviour and harassment in the workplace, helping to create a psychologically healthy working environment (Benstead, 2018).

Victimisation is a form of discrimination for which three cumulative conditions must be met, namely: the existence of adverse treatment of a person, that treatment must be caused by the lodging of a complaint or legal action, and that the complaint or legal action must concern a violation of the principle of equal treatment and non-discrimination. The manifestation of contrary or adverse conduct against the person lodging the complaint or legal proceedings may be classified as victimisation only if it is caused by the invocation in those proceedings of a previous breach of the principle of equal treatment and non-discrimination.

As with Adam, many employees may feel that they have been victimised by their employer or other colleagues for various reasons, but the victimisation provisions only apply to those who have protected those suffering adverse treatment.

In Adam's case of victimization, it is correct because he tried to help another colleague who was discriminated against by someone else and in turn Adam was left out because of this case, victimization can be of different kinds.

· Put Adam at the expense
· Because Adam did a protected act.
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