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ABSTRACT 

The interest in offshore software development has been rapidly increasing as 

companies try to find better ways of delivering systems. Due to the low initial capital 

expenditure needed to set-up software development centres, Sri Lanka is an ideal 

destination for offshore software development. Already there are a few offshore 

software development centres in Sri Lanka. 

This study attempts to identify initial expectations and perceptions of offshore 

management staff and local development staff in offshore software development 

centres. 

This study attempts to achieve four objectives. The first objective is to find common 

expectations among local developers. The second objective is to find common 

expectations among offshore Managers. The third objective is to find gaps between 

expectations of offshore Managers and local Developers assuming the first two 

objectives are met. The fourth objective is to find differences in initial expectations in 

start-up firms and expectations in established firms. 
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