
Firm: Yetter Coleman

Firm Leader: Collin Cox, 

partner and member of 

management committee

Head Count: 36

Location: Houston

Practice Areas: We focus 

exclusively on representing plaintiffs 

and defendants in high‐stakes business 

and technology litigation, including 

contracts and business torts, intellec-

tual property and antitrust/securities 

litigation. Our clients are primarily 

involved in the energy, technology and 

financial services industries, although 

we cover a broad range of industries.

The answers below were provided by 

Cox and edited lightly for style.

What is your firm’s governance struc-

ture and compensation model? 

Our team is high‐performing, so we 

hope to manage as little as possible 

and allow our lawyers to focus on their 

practices. That’s one of the many bene-

fits of knowing everyone personally at 

the firm. We have regular meetings of 

our lawyers to make sure everyone’s 

input is heard. The business of run-

ning a law firm is complex, so we do 

have a small management committee 

that concentrates on major decision‐

making for the firm. That works well 

for us. With respect to compensation, 

we operate in a hypercompetitive mar-

ket, so we think about it all the time. 

We rely on data—both our metrics and 

from the market—to make sure our 

compensation model and approach 

reflect our culture. We have to attract, 

retain and reward high‐performers 

who provide our clients with superior 

service and contribute to the value we 

bring to every case.

Do you offer alternative fee arrange-

ments?

Absolutely. We love entrepreneur-

ial approaches that align the economic 

incentives between clients and the firm. 

We like to suggest creative relationships, 

including success‐based arrangements 

where we share risk and offer lower costs 

on the front end, and fixed fees that allow 

clients to manage to a set budget.

What do you view as the two biggest 

opportunities for your firm, and what 

are the two biggest threats?

It is a fantastic time to be a trial 

lawyer practicing in a boutique, espe-

cially given the strength and diversity 

of the economy and the volume and 

complexity of disputes where we get 

a chance to help. That said, it’s clear 

that trial dockets are changing. Fewer 

lawyers really know how to try a case, 

because the chances to do so are dwin-

dling. Although we love the counsel-

ing role our clients often hire us to 

provide, if a case is headed to trial, we 

know our lawyers are battle‐tested and 

ready to win. We also look for chances 

to team up with other top lawyers at 

different firms, as clients increasingly 

look to assemble a “virtual firm” for a 

particularly challenging case.

Another opportunity involves the 

energy industry. Being based in Hous-

ton, we naturally focus there as one of 

our core practices. We have great lawyers 

at every level who have done work in the 

upstream, midstream, downstream and 

service areas. As in any industry, you 

tend to see the same attorneys time and 

again, and we’re always flattered when 

a prior opponent recommends us for a 

new matter.

With respect to threats, we face the 

same challenges that larger firms face 

related to business generation, talent 

management and compensation. We 

know that other firms covet our star 

young lawyers, so keeping them happy 

and engaged is a top priority. And with 

so many available technological capa-

bilities, there’s an increasing pace and 

emphasis on client communication, no 

matter the time. Today’s environment 

requires a lot of focus on many fronts 

to operate competitively. But we love 

what we do, and we enjoy practicing 

together, so these threats aren’t daunt-

ing. We embrace the challenge and are 

confident that we have a strong offer-

ing of top‐tier legal talent for current 

clients and those who haven’t hired us 

yet.
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The legal market is so competitive 

now—what trends do you see, and has 

anything, including alternative service 

providers, altered your approach? Is 

your chief competition other mid mar-

ket firms, or is your firm competing 

against big firms for the same work?

The most interesting trend we see is 

litigation boutiques have caught up with 

larger firms in terms of reputation. Vari-

ous rankings based on client and mar-

ket perception bear this out, but more 

importantly, we are being hired on big 

cases that, not so long ago, would only 

have gone to the big firms. The market 

is voting for litigation boutiques every 

day. Another recent trend involves liti-

gation funding, which provides clients 

with more options for sharing risk and 

to support worthy cases that otherwise 

might not be pursued. We see this as a 

very positive trend, and we’ve spent the 

time over the last few years to under-

stand the industry and its major players.

There is much debate around how 

law firms can foster the next generation 

of legal talent. What advantages and 

disadvantages do midsize firms have 

in attracting and retaining young law-

yers, particularly millennials?

We avoid using generational labels 

here, but we do understand how diffi-

cult it can be for lawyers of nearly any 

vintage to get substantive stand‐up 

experience given the trend of declin-

ing trials. We provide an attractive 

practice platform that is very different 

from that of larger firms—it is a decid-

edly entrepreneurial culture that places 

a great deal of value in providing early 

significant responsibility on important 

cases, collegiality and collaboration. We 

continually look for ways that younger 

lawyers can get substantial experience, 

and we assign cases and teams with 

that group’s development specifically in 

mind. We want every lawyer we hire to 

be with us for their entire career.

Does your firm employ any nonlaw-

yer professionals in high level posi-

tions (e.g. COO, business development 

officer, chief strategy officer, etc.)? If so, 

why is it advantageous to have a non-

lawyer in that role? If not, have you 

considered hiring any?

Similar to our efficient staffing 

approach for clients, we have a small 

operations executive team whose 

strengths are focused on client service, 

finance and talent management. As a 

matter of practice, we regularly evalu-

ate our structure and operations and 

are confident that our current structure 

is well‐aligned to support our growing 

firm to achieve our strategic perfor-

mance goals.

What would you say is the most 

innovative thing your firm has done 

recently, whether it be technology 

advancements, internal operations, 

how you work with clients, etc.?

We’ve always had excellent appellate 

practitioners with national reputations. 

One thing we’ve done more recently is 

bring our appellate resources onto all of 

our big cases, to help us think through 

not only ultimate appellate issues but 

also the big legal issues that surface 

quickly in those sorts of cases. Related 

to that, we reject any attempt to put our 

attorneys into “silos.” For that reason, 

when we moved into our new office 

space last year, each of us took the same 

sized office, regardless of seniority, and 

we prioritized having great conference 

spaces, so our attorneys can spend even 

more time together. Our best ideas tend 

to come from team meetings, and in an 

era where any lawyer can close his door 

or work remotely, we want to create as 

much positive collaboration as possible.

Does your firm have a succession 

plan in place? If so, what challenges do 

you face in trying to execute that plan? 

If you don’t currently have a plan, is it 

an issue your firm is thinking about?

Creating a culture is hard, but keep-

ing a culture over the years is even 

harder. All of us feel extremely fortu-

nate to practice together in the place 

that Paul Yetter founded over 20 years 

ago. Paul is one of the top trial lawyers 

in the country, and he’s not going any-

where. But we know we need to plan 

for the future, because we want the 

firm to thrive for generations to come. 

So, over the past five to six years, we’ve 

invested significant time in a strategic 

plan that looked at our firm from every 

angle. We talk about “the next genera-

tion” literally every week. That focus 

on the future, along with our ongoing 

management, allows for a high degree 

of confidence that we will stand the 

test of time. I can’t wait to see what this 

firm looks like in 20 years.

Senior reporter Brenda Sapino Jeffreys 

covers the business of law in Texas. Contact 

her at bjeffreys@alm.com On Twitter: @

BrendaSJeffreys
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“We continually look for 

ways that younger lawyers 

can get substantial experi-

ence, and we assign cases 

and teams with that group’s 

development specifically in 

mind. We want every law-

yer we hire to be with us for 

their entire career.”

http://www.yettercoleman.com/
https://twitter.com/yettercoleman
https://www.linkedin.com/company/yetter-coleman-llp?trk=nmp_rec_act_company_photo

