
The Nearshore Playbook 

Every CTO Wishes They Had Sooner

Scaling Without 
Killing Your Run Rate



  Staff Augmentation – The Fast Lane



If this is where your quiz landed, chances are your team is feeling the heat. The backlog 
isn’t just growing, it’s just spilling over. Deadlines that looked reasonable last quarter now 
feel unreachable. Senior engineers are staying late, working weekends, and silently 
carrying all the weight, while your recruiters do their best, but end up screening 
candidates for roles they aren’t fully trained to evaluate. The pressure isn’t just on you; 
it’s on your roadmap, your investors, and your people.



In this situation, you’re not looking for another process or a vendor who promises the 
world and delivers nothing. What you need are capable hands that can get to work 
quickly. Staff Augmentation was built for this exact moment.



Here’s how it works: our developers step in and become part of your team from day 
one. They don’t sit in some black box offshore (yes you know which countries we are 
talking about), sending updates into the void (from ungodly hours). They’re in your 
standups, inside your Slack channels, pushing commits into your GitHub, and following 
your Jira tickets just like the people already on payroll. You stay in control. The 
difference is you just got more momentum without carrying the extra weight of 
contracts, benefits, and HR complexity.



On a call, it was framed simply: “It’s like scaling infrastructure. You add resources when 
you need them, and drop them when you don’t. The benefit is velocity by adding 
momentum when you need it most.”



That’s the core of Staff Aug: control plus speed. You decide the direction, we help you 
hit it faster.



The upside is simple: senior LATAM engineers, already seasoned, joining your team in 2–
4 weeks instead of 2–4 months (no extra work on your HR team). They integrate into your 
workflows instead of forcing you into theirs. And they scale with you whether that means 
ramping up during a product launch or scaling down once the load is gone. 



The math works too: at roughly half the cost of US-based talent, and less hiring time, 
you’re saving money and buying flexibility. But as Antonio Rodriguez (Our CEO) always 
says, savings are only half the story: “The money you save only matters if you reinvest it 
in growth. Staff Aug should help you deploy more, not sit on savings.” In other words, the 
upside only compounds if you turn the freed-up capital into more features, faster 
iterations, or deeper investment in product quality.



There are risks too: If your house isn’t in order, if specs are confusing, onboarding is 
poor, or leadership is missing, Staff Aug won’t fix that. In fact, it will highlight those cracks. 
And if you treat nearshore developers like temps, you’ll get temp-level engagement. The 
companies that win with Staff Aug are the ones that blend these developers into the 
team like they’re sitting right next to them. And then culture kicks in.



So when should you pull the trigger? When deadlines are slipping and your managers have 
the bandwidth to lead. When you need firepower without long-term commitments. And 
when speed matters more than building roots (you will get the roots trust me).



Think of it as the flexibility curve in action: scale up when pressure peaks, scale down 
when it eases. That’s how you keep momentum without burning your home team out.



   Managed Services – The Delegation Move



Not every leader wants more people to manage. Some want the job done and off their hands.



If this is your result, what you’re really saying is: just get it done.



Here’s what it looks like: you hand off the project, end to end. A delivery partner owns it 
all scope, planning, execution, delivery. You stay focused on your roadmap, and you get a 
call when it’s ready.



In Antonio’s words: “When you’ve got 30 things on the board, nothing moves. Managed 
means one owner, one objective, one deadline.”



That’s the appeal. Simple, clear, focused.



The upside is easy to see: minimal oversight, predictable delivery, and your internal 
team stays locked on core priorities. Managed works best when your tasks are full and 
you need outcomes, victories but not headcount to add to the worry list. LATAM has 
many excellent skilled Product Owners, Project Managers, and developers that can get 
your entire project done, exactly to your standards and at a much lower cost. There are 
multiple excellent Managed Services firms that can offer that with LATAM resources.



But it comes with risks. You lose control of the finer details. If the vision isn’t sharp, the 
outcome won’t be either. This model thrives when there’s little room for interpretation 
building a payment gateway with defined specs, not inventing a new product where 
requirements evolve by the week.



Heard it a thousand times, “Managed only works if you know exactly what you want. If 
you don’t, you’ll just end up managing the managers.”



So use it when you’re just full, lacking traction and aiming for things to be delivered, when 
the outcome is crystal clear, and when you want turnkey delivery without micromanaging 
the process.



   Employer of Record (EOR) – The Compliance Shield



Sometimes the real blocker isn’t hiring. It’s compliance. Latin America can be a wild 
place, logistically.



If you’ve ever tried to set up payroll across two countries, you know how quickly the 
headaches multiply. Contracts, taxes, benefits, and local laws aren’t just administrative 
tasks, they’re traps with real consequences. One wrong step and you’re no longer dealing 
with delays; you’re facing fines, legal exposure, and potential damage to your reputation. 
Take Colombia as an example: within a single presidential term, both labor and retirement 
regulations shifted dramatically, creating waves of uncertainty for companies that 
weren’t prepared to adapt.



That’s where EOR steps in. The EOR becomes the legal employer. They handle 
contracts, taxes, benefits, and compliance. You still lead the work, but the paperwork, 
liability, and HR complexity? Off your plate.



“Hiring isn’t just sourcing. It’s taxes, contracts, and headaches. EOR keeps ops from 
getting buried in admin.”



The upside is massive for leaders who want to go global without turning into lawyers. 

You get legal compliance, long-term stability, and operational simplicity: one invoice, no 
local entities, no red tape. Just an e-mail letting you know if something changed.



But there’s a trade-off. You lose the flexibility of scaling up and down, and it’s more 
significantly more expensive than short-term contracts. EOR only makes sense if you 
already know this person is a long-term fit. One hiring mistake will cost you your savings.



So when should you use it? When you want to hire full-time abroad, when legal complexity 
is slowing you down, and when you don’t want to open a legal entity in every country. 



Think of it as a compliance shield. It won’t help you move faster, but it will keep you out 
of trouble while you grow.
 



   Direct Hire – The Long Game



Sometimes, the classic play might still be the right one. Direct hiring is the slow, 
expensive, but deeply rewarding move.



This is the path of full ownership. You recruit, you onboard, you pay benefits, and you build 
culture. Your hires are building with you, growing with you, and staying for the long game.



Said it a few times: “Direct hire is planting trees. You’re not moving fast but you’re 
building deep.”



The upside is long-term stability, stronger culture, and total control. You don’t worry 
about churn or handoffs. You get alignment and loyalty, if you can keep them happy 
and well paid.



But it’s the slowest and most expensive way to scale. Senior talent in top markets 
comes with premium salaries, and recruiting cycles stretch into quarters, not weeks. And 
once you commit, it’s hard to scale down without pain.




One more reality check: Direct Hire only works abroad if you have a legal entity. U.S. 
companies can’t just hire full-time employees in Latin America without one. That’s why 
EOR exists to bridge that gap. Without an entity, “direct” isn’t really an option



Direct hire works when your product is very stable, your org is mature, and your focus is 
building deep roots and lasting connections, not just hitting the next release.



Think of it like buying land instead of renting. It takes longer, it costs more, but it’s 
yours. Even if you have a bad neighbor, and I'm not talking about neighbors.
 
 



What Comes Next



Each model serves a different purpose. The trick is knowing when to use which one for 
your specific need. 
 

At this point, you know the models. You’ve seen the trade-offs. You can already tell 
which one matches your situation.



But here’s the kicker: most companies stop here. They understand the options but 
waste months trying to stitch them together on their own.

That’s why we built Tech First. We combine the flexibility of Staff Aug, the safety of 
EOR, and the clarity of Co-Management under one roof. One partner, one invoice, one 
point of accountability.



We’ve already pre-vetted senior LATAM developers, mapped compliance pathways, and 
built delivery frameworks for companies just like yours. Whether you need to scale in 

two weeks, delegate an entire project, or hire long-term without drowning in red tape 

Tech First has the infrastructure ready.

 

Phase 1: Discovery

What it will costWhen to Use What You Get

Staff Augmentation

Managed

EOR

Direct Hire

Need speed + flexibility

Clear outcomes, no capacity

Legal risk, long-term hires abroad

You’re building roots

Fast devs, your way

Clean delivery, no drama

Compliance + simplicity

Full ownership + culture

Model

$$

$$$$

$

$$$



Book My Strategy Call

Now the choice is yours:



What to do: Book a 20-minute strategy call with our team. We’ll run through your quiz 
results, show you where you’re leaving speed or savings on the table, and outline exactly 
how to plug the gap.



Why to do it now: The talent market in LATAM moves fast. The developers available this 
month are gone next month. Every week you wait, the backlog grows and the best people 
disappear. Acting now means you lock in the advantage before your competitors do.



 

https://calendar.google.com/calendar/u/0/appointments/schedules/AcZssZ0ydImYnIv5heF6gcQEjndTwkd275gh0g3SUyRqemWyuxjiaA78RaHHMyKHpZTV1yoLsy5deqJ7



