
 
 
 
 
 
A Founder's Playbook for Hiring Global 
Talent (without Bay Area Salaries) 

 



The best engineers, designers, and operators don’t just live in Silicon Valley or London. They’re 
in São Paulo, Warsaw, Manila, and Cairo. And thanks to remote work, they’re on the radar of 
every startup and enterprise in the world. 

And so, the question founders should be asking is no longer “Should we hire globally?” but 
“How do we do it legally, cost-effectively, and at scale?” 

That’s exactly what this playbook will show you. 

What You’ll Get Inside 
●​ A region-by-region breakdown of where to hire and why 
●​ A founder-first guide to compliance, contracts, and classification without legal jargon 
●​ Proven playbooks, frameworks, and real founder stories you can use to build a 

scalable global hiring engine 

 

 

 



Decide: Is Global Hiring Right for You? 
For a fast-growing startup, hiring is your biggest lever for growth and one of your biggest risks. 
The right team can unlock product velocity, investor confidence, and customer traction. The 
wrong hiring strategy? It can burn precious runway and leave you managing headaches instead 
of momentum. 

That’s why the first question every founder should ask isn’t “Where can I find talent?” but rather 
“Is global hiring the right move for us right now?” 

Signal It’s Time to Look Beyond Borders 
1.​ Budget Pressure​

Early-stage startups rarely have the cash to compete with FAANG-level salaries in San 
Francisco, London, or Berlin. But that doesn’t mean you can’t hire world-class talent. 
Many founders expand globally when they realize they can stretch their hiring budget 
2–3x further by tapping engineers in LATAM or designers in Southeast Asia without 
compromising quality. 

2.​ Local Talent Constraints​
Some markets simply don’t have enough specialists. Whether it’s AI engineers in New 
York, senior product managers in Berlin, or growth marketers in Dubai, local demand 
often far outstrips supply. If your recruiting pipeline feels like a desert, global hiring opens 
up entirely new talent pools. 

3.​ Time Zone Coverage​
Global customers expect global support. Having operators in Manila, engineers in 
Poland, and a growth lead in São Paulo means your team can work across more hours 
of the day without resorting to night shifts. For customer-facing roles in particular, 
timezone coverage becomes a strategic advantage. 

Benefits vs. Tradeoffs 
Global hiring isn’t a silver bullet. Founders should weigh the upsides against the realities of 
managing a distributed team. 

Benefits: 

●​ Cost Efficiency: Access top-tier talent at 30–60% lower cost compared to hiring in 
Silicon Valley or London. 

●​ Speed to Scale: Hiring globally widens your pipeline, making it faster to fill critical roles. 
●​ Resilience: Teams spread across regions are less vulnerable to local disruptions, 

whether economic or political. 
●​ Talent Diversity: Cross-cultural perspectives drive creativity and sharper 

problem-solving. 



Tradeoffs: 

●​ Control: Managing across borders requires trust and new processes. You won’t have 
the same “all in one office” oversight. 

●​ Culture: Building a cohesive culture across languages and geographies takes deliberate 
effort. 

●​ Compliance: Misclassifying a contractor or mishandling payroll can trigger costly fines 
or legal disputes. 

Quick Quiz: Are You Ready for Global Hiring? 
Answer these honestly. If you tick two or more, global hiring may be your next growth lever: 

●​ Are local salary expectations making it impossible to fill roles within your budget? 
●​ Have you struggled to hire specialized roles in your current market? 
●​ Do you need more timezone coverage to serve customers or accelerate product 

development? 
●​ Would the cost of a bad hire or compliance mistake significantly hurt your runway? 
●​ Are you prepared to invest in culture-building tools and rituals for a distributed team? 

If your answer leans toward “yes,” the rest of this playbook will help you take the next steps with 
confidence. 

 



Map: Where to find the best talent 
The world is big, but your hiring strategy shouldn’t be scattershot. Different regions bring 
different strengths, costs, and risks.  

Below is a practical breakdown of the top regions where startups are successfully building 
global teams in 2025. 

🌍 LATAM (Latin America) 
Best for: Full-stack engineers, product managers, bilingual customer support 

Top countries: 🇧🇷 Brazil, 🇲🇽 Mexico, 🇦🇷 Argentina, 🇨🇴 Colombia 

Pros: 

●​ Time zone alignment with the U.S.: ideal for collaboration with American HQs. 
●​ Bilingual talent pool. Many professionals in Mexico and Colombia are fluent in English 

and Spanish, making them effective in cross-border roles. 
●​ Strong tech hubs. São Paulo, Mexico City, and Buenos Aires have fast-growing 

ecosystems with skilled engineers and PMs. 

Cautions: 

●​ Payroll inflation. As demand for LATAM engineers has surged, so have salary 
expectations. 

●​ Currency instability. Countries like Argentina can experience steep inflation, which 
affects compensation planning. 

●​ Competition. U.S. companies are aggressively hiring here, which can make retention 
harder. 

🇪🇺 Eastern Europe 
Best for: Backend engineers, DevOps, security experts, growth marketers 

Top countries: 🇵🇱 Poland, 🇷🇴 Romania, 🇺🇦 Ukraine, 🇷🇸 Serbia 

Pros: 

●​ Elite technical education. STEM universities in Poland, Ukraine, and Romania are 
globally respected. 

●​ Cultural and business fit. Close alignment with Western European work norms, 
communication styles, and expectations. 



●​ Respected freelance/contractor markets. Many founders find engineers here used to 
working with startups remotely. 

Cautions: 

●​ Geopolitical risk. Ukraine remains in a conflict zone, which can disrupt stability. 
●​ Regulatory complexity. Tax and employment laws can change quickly in some 

countries. 
●​ Cost increases. Top engineers are in high demand, and salary levels are catching up 

with Western Europe. 

🌏 Southeast Asia 
Best for: Designers, operations staff, customer success, front-end development 

Top countries: 🇵🇭 Philippines, 🇮🇩 Indonesia, 🇻🇳 Vietnam 

Pros: 

●​ Affordability. Some of the most cost-effective hiring markets globally. 
●​ English proficiency. Especially strong in the Philippines, making it a hub for customer 

success and support roles. 
●​ High loyalty and retention. Many SEA workers prefer stability and long-term 

relationships with employers. 
●​ Creative strengths. Indonesia and Vietnam are producing world-class UI/UX designers. 

Cautions: 

●​ Time zone offset. Southeast Asia is 10–12 hours ahead of the U.S., making 
synchronous collaboration harder. 

●​ Infrastructure gaps. Internet reliability can vary outside of major cities. 
●​ Skill variability. Talent is abundant but uneven — requires careful vetting. 

🌍 MENA (Middle East & North Africa) 
Best for: Fintech talent, growth-oriented roles, Arabic-speaking operators, compliance/legal 
professionals 

Top countries: 🇪🇬 Egypt, 🇲🇦 Morocco, 🇹🇳 Tunisia, 🇦🇪 UAE 

Pros: 

●​ Emerging fintech and SaaS ecosystems. Especially in Egypt and the UAE, with deep 
pools of finance and compliance professionals. 



●​ Multilingual talent. Arabic, French, and English speakers are common, making the 
region ideal for global customer operations. 

●​ Cost-effective yet skilled. Egypt and Morocco, in particular, offer affordable 
engineering and back-office talent. 

●​ Strategic location. Time zones bridge Europe, Africa, and Asia — helpful for coverage. 

Cautions: 

●​ Regulatory patchwork. Labor and tax laws vary widely by country, and compliance 
frameworks can be opaque. 

●​ Geopolitical risk. Parts of the region face political and economic instability. 
●​ Retention challenges. Top talent in hubs like Dubai or Abu Dhabi often receive offers 

from global corporations. 

🧭 Quick Takeaway 
●​ Need U.S. time zone overlap + bilingual skills? Start with LATAM. 
●​ Need hardcore backend/DevOps/security? Go to Eastern Europe. 
●​ Need cost-effective designers and support? Bet on Southeast Asia. 
●​ Need compliance, fintech, and regional growth? Explore MENA. 

Hiring globally is about matching role fit + budget + risk appetite. Founders who understand 
these regional nuances will move faster, hire smarter, and retain better. 

 



Secure: How to Hire Legally and 
Cost-Effectively 

Hiring across borders is one of the biggest accelerators for early-stage startups, but it also 
comes with hidden pitfalls that can tank your business if you don’t navigate them intentionally. 

1. Contractor vs. Employee: It’s Not About What Your Paper Says 

At first, it seems simple: pay someone as a contractor and avoid the overhead of employment. 
But regulators don’t care what your contract says; they care about how the relationship looks. 

●​ Contractors: Independent professionals who control how, when, and where they work. 
They often serve multiple clients. 

●​ Employees: Individuals who work under your direction, depend on your company for 
income, and are entitled to benefits, protections, and tax withholdings. 

The test: If your “contractor” has company email, fixed working hours, and reports to a 
manager, they’re likely an employee in the eyes of the law. 

Why Misclassification Is a Founder’s Hidden Risk 
Misclassification is when you label someone a contractor, but legally they should be an 
employee. It’s one of the most common and costly mistakes founders make when scaling 
globally. 

●​ Financial penalties: Back taxes, benefits, and fines that can add up to hundreds of 
thousands. 

●​ Legal exposure: Disputes and lawsuits from contractors demanding employment rights. 
●​ Investor red flags: Misclassified workers are a major risk during due diligence, 

especially at Series A/B. 

"The single biggest mistake I see founders make is misclassifying a full-time employee as a 
contractor to save a few dollars. It’s a risk that can wipe out your seed round during due 
diligence. Don't do it.” 
 
- Michael - Head of Compliance at a Series A startup. 

The Secret Weapons: EOR and COR 
This is where Employer of Record (EOR) and Contractor of Record (COR) models come in. 
They let you hire anywhere in the world, fast without setting up local entities. 



●​ EOR (Employer of Record):​
Acts as the official employer for your full-time hires. They handle payroll, benefits, 
contracts, and compliance in each country while you direct the work. 

○​ Best for: Engineers, product managers, operators you want full-time. 
○​ Example: Hiring a full-stack engineer in Poland without opening a Polish 

subsidiary. 
●​ COR (Contractor of Record):​

Handles legal, tax, and compliance for your independent contractors. Ensures they’re 
correctly classified and paid compliantly. 

○​ Best for: Short-term or flexible roles like designers, growth consultants, or 
regional sales reps. 

○​ Example: Paying a freelance designer in Mexico without worrying about 
misclassification. 

Both models let founders scale internationally without falling into legal traps, giving you the 
agility of contractors and the stability of employees, minus the overhead. 

EOR vs COR vs Entity Setup: A Practical Comparison 
Option Best For Speed Compliance 

Risk 
Cost Flexibility 

EOR Full-time 
employees 
abroad 

Fast (days) Low Medium 
(service fee) 

High — easy to 
scale up/down 

COR Global 
contractors 

Fast (days) Low Low–Medium 
(per contractor 
fee) 

Very high — 
contractors stay 
flexible 

Own 
Entity 

Large-scale, 
permanent 
teams 

Slow (6–12 
months) 

Low (if 
managed 
well) 

High (legal, 
HR, tax 
overhead) 

Low — hard to exit 
if plans change 

 

📎 Decision Matrix: When to Use EOR, COR, or Your Own 
Entity 

●​ ✅ Use COR when: 
○​ You’re testing new markets. 
○​ You only need part-time/flexible talent. 
○​ You want quick access to specialists (e.g. design, growth, customer success). 

●​ ✅ Use EOR when: 



○​ You want to hire key roles full-time without opening an entity. 
○​ You’re scaling teams in 2–3 countries simultaneously. 
○​ You need to offer competitive benefits to retain talent. 

●​ ✅ Set up your own entity when: 
○​ You’ve hit 20–30+ employees in a single country. 
○​ You’re committed to that market long-term (e.g., opening a hub). 
○​ You can absorb the cost of local HR, payroll, and compliance infrastructure. 

 
 



Compensate: How to Pay Your Team Fairly 
Nothing drives retention faster than fair, competitive, and reliable compensation. But 
“competitive” in San Francisco isn’t the same as “competitive” in São Paulo or Belgrade. 

This chapter breaks down how to think about salaries, benefits, and payroll so you can attract 
top global talent without overpaying or underestimating what it takes to retain them. 

Salary Benchmarks by Role & Region 
Here’s a rough snapshot of how salaries can vary for key startup roles across regions (2025 
estimates, USD ranges): 

Role LATAM Eastern Europe Southeast 
Asia 

MENA US/UK (for 
comparison) 

Full-Stack 
Engineer 

$35k–$65k $40k–$70k $20k–$40k $25k–$50k $110k–$180k 

Product 
Manager 

$30k–$55k $35k–$60k $20k–$35k $25k–$45k $100k–$150k 

UX/UI Designer $20k–$40k $25k–$45k $15k–$30k $20k–$35k $80k–$120k 

Customer 
Success 

$15k–$30k $20k–$35k $12k–$25k $15k–$28k $60k–$90k 

Key takeaway: As a founder, you can extend your runway dramatically by hiring in these 
regions, but you still need to respect local market rates. Paying “Silicon Valley salaries” in 
Bogotá is wasteful; paying exploitatively low rates will hurt loyalty and reputation. 

Competitive vs Regionally Fair Compensation 
Many founders make one of two mistakes: 

1.​ Overcompensating — paying Bay Area salaries to international hires. Great for 
goodwill, but unsustainable. 

2.​ Undercompensating — paying bottom-of-the-barrel rates because “the cost of living is 
lower.”  

The sweet spot is regionally competitive + globally fair. 



●​ Research salary benchmarks (via tools like Glassdoor, Levels.fyi, RemotePass, or Deel). 
●​ Adjust for seniority and scarcity: a senior AI engineer in Poland may command 

near-Western rates. 
●​ Offer performance incentives to align outcomes with growth. 

Benefits That Actually Matter to International Talent 
Beyond salary, benefits are the real differentiator. In fact, in many markets, benefits are 
expected by law. Founders often overlook this until it’s too late. 

Top benefits that move the needle: 

●​ Healthcare: Even if basic coverage is local, private health plans are a powerful perk. 
●​ Paid time off: Align with local labor laws; generous PTO signals respect. 
●​ Learning & development stipends: High-impact and cost-effective. 
●​ Equipment support: Providing laptops or stipends ensures productivity and loyalty. 
●​ Flexible benefits: In LATAM and MENA, things like meal vouchers or transportation 

allowances matter. 
●​ Equity/stock options: Increasingly important for senior engineers and PMs globally — 

signals trust and inclusion in company success. 

Payroll, Bonuses, and FX Considerations 
Paying international teams comes with extra moving parts: 

●​ Payroll cycles: Some countries mandate specific pay schedules (e.g., monthly vs 
bi-weekly). 

●​ Bonuses: In many countries (e.g., Brazil, Mexico, Philippines), 13th-month salaries are 
standard. Missing these is a major red flag for compliance and culture. 

●​ FX (foreign exchange) & fees: Paying $2,000 to a developer shouldn’t cost $80 in bank 
fees. Use multi-currency wallets or global payroll platforms to minimize conversion 
losses. 

●​ Stability: Paying in USD may be attractive in inflation-prone economies (Argentina, 
Turkey), but confirm with local compliance frameworks. 

"Equity isn't just for your local team. Offering options to key international hires is the fastest way 
to make them feel like owners, not outsourced help. It’s a great retention tool." - Kamal Reggad, 
CEO RemotePass 

 



Build: Your Global Operations Stack 
This chapter breaks down the essential tools you need for global hiring, why they matter, and 
how RemotePass acts as the backbone that keeps everything running smoothly. 

ATS & Onboarding Platforms 
The first step is getting candidates in the door and onboarded without bottlenecks. 

●​ ATS (Applicant Tracking System): Tools like Greenhouse, Lever, or Workable help 
you run structured hiring processes, track candidates, and avoid losing great talent in 
email threads. 

●​ Onboarding: This is where the experience truly begins. A messy, paperwork-heavy 
onboarding sends a signal that your startup isn’t ready to scale. With RemotePass, 
contracts, compliance docs, and payroll setup are all automated, so your first day with a 
new teammate is about culture and excitement, not tax forms. 

Communication & Timezone Collaboration Tools 
Distributed work lives and dies by how well you communicate. The right stack reduces 
misunderstandings and keeps momentum flowing. 

●​ Messaging: Slack, Microsoft Teams, or Discord for quick syncs. 
●​ Async Collaboration: Loom for video updates, Notion or Confluence for documentation. 
●​ Timezone Management: Use tools like World Time Buddy, or Clockwise to schedule 

across LATAM, Europe, and SEA without driving your team crazy. 
●​ Meetings: Zoom or Google Meet for all-hands; Calendly for external scheduling. 

Why Founders Love RemotePass: Plug-and-Play 
Infrastructure 
Hiring a developer in Poland, a designer in the Philippines, and a product manager in Mexico 
sounds exciting until you realize each country has its own labor laws, tax rules, and payroll 
quirks. That’s where most founders stall. 

RemotePass acts as your global HR operating system. 

●​ One platform for onboarding, contracts, benefits, payroll, and compliance. 
●​ Built-in expense management and time-off tracking. 
●​ Localized to 150+ countries, with the compliance handled for you. 



Instead of duct-taping multiple tools together, founders use RemotePass as the single source 
of truth for their global workforce. 

Sample Onboarding Flow Using RemotePass 
Here’s what onboarding a new hire in Colombia looks like with RemotePass vs. without: 

Without RemotePass: 

●​ Draft contract with a local lawyer (weeks). 
●​ Figure out tax forms and payroll accounts. 
●​ Send multiple documents for the new hire to sign. 
●​ Pay them via wire transfer (expensive, slow). 

With RemotePass: 

1.​ Add candidate details into the platform. 
2.​ RemotePass generates a compliant contract. 
3.​ Candidate signs digitally within minutes. 
4.​ Payroll and benefits enrollment happen automatically. 
5.​ First-day experience = smooth, professional, welcoming. 

What used to take weeks now takes days and costs far less than running it manually. 

📎 Checklist: Your 7-Step Remote Hiring Tech Stack 
1.​ ATS (Greenhouse, Workable, Lever) – to run structured hiring. 
2.​ Onboarding automation (RemotePass) – contracts, payroll, compliance. 
3.​ Collaboration hub (Notion/Confluence) – centralize knowledge. 
4.​ Communication tools (Slack, Zoom, Loom) – keep async + sync balanced. 
5.​ Time zone management (World Time Buddy) – coordinate without burnout. 
6.​ Payroll & benefits (RemotePass) – multi-country salaries, FX, benefits. 
7.​ Expense & leave management (RemotePass) – one platform, no spreadsheets. 

 



In Action: Real Founder Stories 
Here’s how three startups, each at different stages and in different regions, used RemotePass 
to scale faster, smarter, and without drowning in admin. 

🚀 Pemo: From Expansion Hurdles to 633% Team Growth 
The challenge:​
Pemo, a UAE-based fintech, wanted to tap into global talent quickly but was bogged down by 
the uncertainty of onboarding and paying contractors across multiple countries. Payroll was 
fragmented, compliance rules were unclear, and scaling beyond three hires felt risky. 

The solution:​
RemotePass turned global hiring into a plug-and-play process. Pemo was able to: 

●​ Onboard both contractors and full-time employees compliantly in 150+ countries. 
●​ Replace multiple payment workflows with one-click payroll. 
●​ Provide employees with virtual and physical debit cards, helping teams in Egypt and 

beyond manage currency devaluation. 

The result:​
From just 3 contractors to a global team, Pemo grew headcount 7x (633%) without needing a 
single in-house HR admin. What once felt like expansion hurdles became growth tailwinds. 

🌍 Lean Technologies: Saving $60K+ by Skipping Entity 
Setup 
The challenge:​
Saudi Arabia’s booming fintech scene was too big for Lean Technologies to ignore. But setting 
up a local entity would take 6+ months and huge upfront costs, eating into the runway and 
delaying market entry. 

The solution:​
Using RemotePass’ Employer of Record (EOR) services, Lean could: 

●​ Enter the Saudi market immediately — fully compliant, without an entity. 
●​ Focus on testing and scaling their core business, while RemotePass managed contracts, 

payroll, tax, and immigration. 
●​ Seamlessly transition employees onto Lean’s own entity once it was established, 

ensuring no disruption to staff. 



The result:​
Lean saved over $60,000 in setup costs and months of lost time. Instead of battling paperwork, 
they doubled down on product growth and customer acquisition. 

🎙️ Podeo: Cutting HR Spend While Growing Fast 
The challenge:​
Podeo, the largest podcast platform in the Arab world, faced mounting complexities: 

●​ Global payroll transfers slowed by high fees and limited methods. 
●​ Regulatory hurdles across multiple countries. 
●​ A growing team that needed streamlined leave tracking and expense approvals. 

The solution:​
RemotePass became Podeo’s HR and payroll backbone, delivering: 

●​ Automated payroll & low-fee international transfers with better FX rates. 
●​ Time-off and expense management to replace spreadsheets and manual approvals. 
●​ Multifactor payment authorization tailored to Podeo’s internal workflows. 
●​ A world-class support team that developed new features to fit Podeo’s needs. 

The result: 

●​ Significant HR cost savings. 
●​ Faster, more reliable global payroll. 
●​ A stronger employee experience, where operations were seamless instead of stressful. 

Podeo’s founder put it best: 

“RemotePass has revolutionized the way we manage our international team. 
Payroll management has become a breeze, allowing us to focus on productivity and 
team development. It’s truly been a game-changer for our operation.” 

Why They Chose RemotePass Instead of Entities 
Across all three cases, the pattern is the same: 

●​ Setting up local entities is slow, expensive, and inflexible. 
●​ RemotePass offered a scalable, compliant, and cost-effective alternative. 
●​ When the time came to open entities (like Lean in KSA), RemotePass even smoothed 

the transition. 

📎 Ready to Take the Next Step? 



👉 [Book a Strategy Call] – Talk with our team about your hiring roadmap. 

👉 [Try RemotePass for Free] – See how easy global onboarding can be.  

https://www.remotepass.com/demo-request
https://app.remotepass.com/signup?_gl=1*1d7you3*_gcl_au*MjAyNDU4OTgxMi4xNzUzODk0MTU0LjQzMDc4MTM0NC4xNzU1ODc3MjE1LjE3NTU4NzkxMzE.*_ga*MTUwNjgzNjk4OS4xNzUzODk0MTU0*_ga_G0GC3BND7Y*czE3NTYxOTk2MjckbzExNiRnMSR0MTc1NjE5OTYzNSRqNTIkbDAkaDE0NDAwNDQxMjM.


Global Hiring Checklist 
Hiring your first international teammate can feel overwhelming. But with the right checklist, you’ll 
avoid costly mistakes and set your team up for success. Think of this as your pre-flight 
inspection for global hiring, covering everything from role definition to cultural integration. 

🔍 Pre-Hire: Role & Country Selection 
●​ Define the role clearly: Is it core (e.g., full-stack engineer, product manager) or flexible 

(e.g., freelance designer)? 
●​ Match roles to regions: 

○​ LATAM → Engineers, bilingual customer success, product managers 
○​ Eastern Europe → DevOps, backend, growth marketers, security 
○​ Southeast Asia → Designers, operations, customer support 
○​ MENA → Fintech, compliance, Arabic-speaking roles 

●​ Check salary benchmarks: Validate local ranges before making an offer (see Chapter 
5). 

●​ Factor in time zones: Aim for 3–4 hours overlap with HQ for smooth collaboration. 

⚖️ Legal & Compliance 
●​ Contractor vs Employee: 

○​ Contractors = independent, multiple clients, flexible hours. 
○​ Employees = full-time, fixed hours, direction from you. 

●​ Avoid misclassification risk: Investors and regulators will flag this immediately. 
●​ Decide your hiring model: 

○​ COR (Contractor of Record): Flexible hires, project-based work. 
○​ EOR (Employer of Record): Full-time employees abroad. 
○​ Entity setup: Only when scaling 20+ people in a country. 

●​ Review local laws: Check for mandatory benefits like 13th-month salary, minimum 
PTO, or social contributions. 

🛠 Operational Setup 
●​ Contracts: Use locally compliant agreements 
●​ Payroll: Decide on pay frequency (monthly, bi-weekly) and currency (local vs USD). 
●​ Bonuses & statutory benefits: 

○​ 13th-month salary (Brazil, Philippines, Mexico). 
○​ Pension contributions (GCC nationals in MENA). 

●​ Benefits: Offer perks that matter including private healthcare, learning stipends, equity. 
●​ Expense & leave tracking: Use automated tools, not spreadsheets. 



🌍 Culture & Collaboration 
●​ Language: Confirm English proficiency (or your company’s working language). 
●​ Onboarding: Create a structured, repeatable flow with welcome docs, buddy systems, 

and async videos. 
●​ Timezone planning: Use tools like World Time Buddy to distribute meeting times fairly. 
●​ Team rituals: Celebrate local holidays, rotate meeting times, and set async-first 

communication norms. 
●​ Inclusion: Make international teammates feel like part of the core team, not “outsourced 

labor.” 

 



Want Help? Here’s How RemotePass 
Makes This Easy 
The playbook has shown you how to find talent, stay compliant, manage payroll, and build 
culture across borders. But if there’s one truth every founder learns quickly, it’s this: 

Knowing what to do is one thing. Doing it well at scale is another. 

That’s where RemotePass comes in. 

✅ What RemotePass Handles 
Instead of juggling lawyers, banks, payroll providers, and spreadsheets across multiple 
countries, RemotePass gives you a single, plug-and-play platform handling: 

●​ Contracts → Locally compliant agreements tailored to each country’s labor laws. 
●​ Payroll & Payments → One-click payroll in multiple currencies, with FX handled 

seamlessly. 
●​ Benefits & Perks → Health insurance, time-off policies, and region-specific benefits that 

make you competitive. 
●​ Compliance & Classification → No more sleepless nights worrying about whether your 

“contractors” are actually employees. 
●​ Support → A dedicated customer success team to guide you, plus 24/7 global support 

for your team. 

👩‍💻 What You Handle 
●​ Choosing the right people for your business. 
●​ Setting goals, leading teams, and building culture. 
●​ Growing your startup with peace of mind that the back office is running smoothly. 

💡 Transparent Pricing, Trusted Support 
●​ Clear, flat pricing. No hidden fees or surprise invoices. 
●​ Hands-on support. Our team helps you navigate market entry, onboard hires quickly, 

and scale across new regions. 
●​ Founder-approved. Startups in over 150+ countries use RemotePass to run their 

teams without drowning in admin. 

🌍 Proof in Action 



From Pemo scaling headcount 7x, to Lean Technologies saving $60K+ on entity setup, to 
Podeo cutting HR spend while growing fast—founders just like you are already proving that the 
right infrastructure makes global hiring a growth engine, not a roadblock. 

Ready to Take the Next Step? 
You don’t have to navigate global hiring alone. With RemotePass, you can: 

●​ Test new markets without opening entities. 
●​ Hire contractors and employees compliantly, from day one. 
●​ Pay your team in minutes, not weeks. 
●​ Build a global team that’s productive, protected, and primed for growth. 

👉 [Book a Strategy Call] – Talk with our team about your hiring roadmap. 

👉 [Try RemotePass for Free] – See how easy global onboarding can be. 

 

 

 

 

 

https://www.remotepass.com/demo-request
https://app.remotepass.com/signup?_gl=1*1d7you3*_gcl_au*MjAyNDU4OTgxMi4xNzUzODk0MTU0LjQzMDc4MTM0NC4xNzU1ODc3MjE1LjE3NTU4NzkxMzE.*_ga*MTUwNjgzNjk4OS4xNzUzODk0MTU0*_ga_G0GC3BND7Y*czE3NTYxOTk2MjckbzExNiRnMSR0MTc1NjE5OTYzNSRqNTIkbDAkaDE0NDAwNDQxMjM.
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